Faculty and staff development: utilizing tomorrow's technology skills today by Rodriguez, Joel
Running head: FACULTY AND STAFF DEVELOPMENT 
i	
	
i	
 
 
 
FACULTY AND STAFF DEVELOPMENT:  
UTILIZING TOMORROW’S TECHNOLOGY SKILLS TODAY 
by 
Joel Rodriguez 
A dissertation submitted in partial fulfillment of 
the requirements for the degree of 
Doctor of Education 
Field of Educational Leadership and Management 
at 
DREXEL UNIVERSITY 
November 21, 2017 
 
Drexel University 
Fall Quarter 2017
FACULTY AND STAFF DEVELOPMENT 
 
i	
	
	
 
 
 
 
 
 
 
 
 
 
 
Copyright by 
Joel Rodriguez 2017 
 
 
 
 
FACULTY AND STAFF DEVELOPMENT 
 
ii	
	
	
Abstract 
FACULTY AND STAFF DEVELOPMENT: UTILIZING TOMORROW’S 
TECHNOLOGY SKILLS TODAY 
Joel Rodriguez 
Drexel University, 2017 
Chairperson: Dr. Kenneth Mawritz 
This qualitative case study explored the faculty and staff experience through participating 
in a human resources professional development course (Creative Leaders Course) that 
was designed, developed, and facilitated utilizing the Connectivist framework. More 
specifically, the case study explored Downes’s (2005) four characteristics of 
connectivist-based courses, which are the following: 1) Autonomy, 2) Connectedness, 3) 
Diversity, and, 4) Openness. The purpose of this case study was to investigate a 
technology-enhanced approach for 21st Century human resources faculty and staff 
professional development programming at an urban university in the Northeast. Current 
human resources curriculum development practices at the research site did not include the 
use of the Connectivist framework, making this research study necessary to gain an 
understanding of emerging technology-enhanced frameworks for 21st Century 
classrooms. The literature review was designed to examine research on connectivist-
based courses and other common professional development techniques used in course 
design, development, and facilitation. The study showed that faculty and staff 
participating in the connectivist-based course positively perceived Downes’s (2005) four 
characteristics of connectivist-based courses. Autonomy and openness were the two 
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characteristics with the most significant impact on the participant experience. 
Furthermore, previous research aligned with the Creative Leaders Course outcomes to 
show that individuals reported gaining knowledge through their self-directed learning 
activities, with an emphasis on exploring key concepts on the Internet. 
 Keywords: Connectivism, professional development, 21st Century skills, 
university, technology-enhanced learning, autonomy, connectedness, diversity, openness 
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Chapter 1: Introduction to the Research 
Introduction to the Problem 
In the field of education, new models and frameworks for teaching and learning 
will emerge, but it is often the case that curriculum developers are understaffed, too busy, 
or not willing to react to emerging opportunities. Curriculum is the foundation of the 
teaching-learning process (Khan & Law, 2014), and change is not easy for teachers 
(Vivian, Falkner, & Falkner, 2014). Some curriculum developers may be stuck in their 
old ways because of the way they learned that seemed to work out well for them. 
Typically though, such thinking does not adequately address learner needs. Otto 
Scharmer would call this situation a need to address the “blind spot,” which is a 
subconscious inner space where we make decisions and act (Scharmer, 2009). Other 
curriculum developers have the ability to create for the future, but are overrun with 
projects or tasks in an understaffed office, making it difficult to research emerging trends. 
This is the case according to an informal needs assessment conducted by the researcher, 
for employees working in a human resources professional development office at an urban 
university in the Northeast (Hackett, personal communication, March 25th, 2014).  
 Human resources professionals’ work among cornerstone organizations help in 
utilizing and improving their human capital, which is a critical aspect to organizational 
sustainability (Buckingham & Vosburgh 2001; Lockwood, 2006; The Boston Consulting 
Group, 2007; Vance & Vaiman 2008; Mercer, 2013). The contributions of human 
resources personnel on organizational effectiveness are more significant in a service-
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oriented sector such as higher education (Tiwari, 2014). One of the many challenges for 
human resources professionals is that employee preferences for training delivery do not 
reflect currently available options (SHRM, 2008; Roy, Kishchuk, Gauthier, & Borys, 
2013). A key issue with human resources professionals’ capability to keep up with 
emerging techniques, theories, and frameworks is their inability to address learner wants 
and needs, which can change dramatically over time. Thus we continue to see 20th 
Century practices employed for 21st Century learners.  
In order to get a sense of the situation, it is essential to first define 21st Century 
skills and then compare and contrast 20th Century classrooms to those of the 21st Century. 
According to Allington (2010): 
The term “21st Century skills” is generally used to refer to certain core 
competencies such as collaboration, digital literacy, critical thinking, and problem 
solving that advocates believe schools need to teach to help students thrive in 
today’s world. In a broader sense, however, the idea of what learning in the 21st 
Century should look like is open to interpretation—and controversy.  
Many students at all levels encounter the chance for 21st Century skills development, as 
defined above—but it is more a matter of chance. than a thoughtful design of the 
educational system (Rotherham & Willingham, 2009). The traditional teaching 
methodologies (e.g., lectures and tests) are becoming obsolete in a world encouraging 
people to think critically and creatively (Hainline, Gaines, Feather, Padilla & Terry, 
2012). The 21st Century classroom designed for the development of the skills needed for 
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today’s workplace, as shown in Table 1.1 below, contains a roadmap for curriculum and 
program developers in k-12, higher education, and among human resource professionals.  
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Table 1.1: A Comparison of 20th Century and 21st Century Classrooms.  
Reproduced by Leah Christman with permission from Anne Shaw.  
 
Absent from the comparison of 20th Century and 21st Century classrooms’ 
framework is a technology framework for the 21st Century. Tschofen and Mackness 
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(2012) call connectivism a pedagogical framework for the digital age, where networked 
learning is meaningful and practiced by 21st Century learners. Connectivism is a 
framework for understanding how learners participate in learning activities in a digital 
age (Dunaway, 2011), where there is a focus on a shifting ecosystem of core elements in 
a complex, networked system (Siemens, 2004). The model postulates that learning takes 
place when learners make connections between ideas located throughout their personal 
learning networks, which are composed of numerous information resources and 
technologies. The principles of connectivism are not limited to the online environment 
(Boitshwarelo, 2011). In other words, the Connectivist Model can be applied to all 
modalities of educational delivery. Siemen (2004) defines eight connectivist principles as 
follows: 
1. Learning and knowledge rest in diversity of opinions.  
2. Learning is a process of connecting specialized nodes or information sources. 
3. Learning may reside in non-human appliances.  
4. Capacity to know more is more critical than what is currently known.  
5. Nurturing and maintaining connections is needed to facilitate continual 
learning.  
6. Ability to see connections between fields, ideas, and concepts is a core skill.  
7. Currency (accurate, up-to-date knowledge) is the intent of all connectivist 
learning activities.  
8. Decision-making is in itself a learning process. Choosing what to learn and the 
meaning of incoming information is seen through the lens of a shifting reality. 
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While this may be a right answer now, it may be wrong tomorrow due to 
alterations in the information climate affecting the decision. 
From the four principles of connectivism, Downes (2005) presents the key characteristics 
of a connectivist-based course, which can be used in curriculum development and 
facilitation. Downes’s (2005) four characteristics include the following: 
Autonomy - the system of education and educational resources should be 
structured so as to maximize autonomy. Wherever possible, learners should be 
guided, and able to guide themselves, according to their own goals, purposes, 
objectives, or values. It is a recognition that, insofar as a person shares values 
with other members of a community and associates with those members, it is a 
sharing freely undertaken of their own volition—based on the evidence, reason, 
and beliefs they find appropriate. 
Diversity - the system of education and educational resources should be 
structured so as to maximize autonomy. The intent and design of such a system 
should not be to make everybody the same, but rather to foster creativity and 
diversity among its members. Thus, each person in a society instantiates and 
represents a unique perspective based on personal experience and insight, thus 
constituting a valuable contribution to the whole. 
Openness - the system of education and educational resources should be 
structured so as to maximize openness. People should be able to freely enter and 
leave the system, and there ought to be a free flow of ideas and artifacts within the 
system. This is not to preclude the possibility of privacy, or the possibility that 
groups may wish to be set apart from the whole; openness works both ways, and 
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one ought to be able to opt out as well as to opt in. Rather, it is to say that the 
structure of the system does not impede openness, and that people are not shut out 
by any barrier from the system as a whole.  
Connectedness/Interactivity - the system of education and educational resources 
should be structured so as to maximize interactivity. This is a recognition that 
learning results, both from a process of immersion in a community or society, and 
from the knowledge of that community or society. It is also evident that even 
learning that results from individual insight is a product of the cumulative 
interactions of the society as a whole. Just as a language represents the collective 
wisdom of a society, so also individual insights represented in that language 
contribute cumulatively to that collective insight. 
Do the connectivist principles, the connectivist course principles, and the description of 
the 21st Century classroom align with adult learners’ wants and needs? 
Adults have more diverse intrinsic motivations to learn, than do childhood 
learners (Merriam et al., 2007). This statement makes it essential to look at an adult 
education framework to understand adult learner needs. When attempting to understand 
adult learners, it is difficult to ignore Knowles’s Theory of Andragogy (Knowles, 1966). 
Known as the most widely accepted model for adult education (Holton, Swanson, & 
Naquin, 2008), Knowles’s theory has six principles as follows (Knowles et al., 1998): 
1. Adults need to know why they need to learn something before the event, activity, 
or class (‘Need to Know’). 
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2. Adults have a self-concept that aligns with a self-directed learning style (‘Self-
Directed’). 
3. Prior life experience enhances learning situations (‘Foundation’). 
4. Adults are ready to learn when presented with a life situation or they need to 
complete a task (‘Orientation’). 
5. Adults are life-centered and education is the method for reaching full potential. 
6. Adult motivation is internal, rather than external (‘Motivation’). 
 In reviewing the six principles of andragogy, the eight principles of connectivism, 
and the model for 21st Century classrooms, major similarities between the three come into 
focus. For example, adults want to know why they need to learn something, in advance of 
an activity. Connectivism looks to capitalize on networked technology by creating 
personal learning networks which can facilitate the “need to know” adult education 
principle. The 21st Century classroom, according to Table 1.1, is student-centered with 
the instructor as a mentor/coach, which aligns with adult learners’ need to be self-
directed. To complement those two points, one connectivist principle states that decision-
making is a learning process. One can see a natural alignment between the models: but in 
what subject area is an ideal place for experimentation? 
 While all three models can be used in the majority of subject areas, the 
development of faculty and staff in creativity and innovation has been an identified area 
of interest for human resources professionals, according to an informal needs assessment 
at the research site (Hackett, person communication, May 5th, 2015). The human 
resources office has received prior requests from colleges to provide professional 
development in creativity and innovation. At the time of this dissertation, programing has 
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only been presented through seminar-style instruction. This research looks to expand on 
those efforts through a technology-enhanced 21st Century approach to creativity and 
innovation programming called Creative Leaders Course. This leads us to the question: 
why might creativity and innovation be appropriate for the research site? 
 In the 20th Century, the United States became the world’s wealthiest nation through 
innovation in products and services. Currently, innovation in the United States is under 
pressure from emerging countries rushing to build wealth in their respective geographical 
areas (U.S. Department of Labor, 2012). This resulted in President Obama outlining a 
strategy for American innovation in September 2009, which has since been updated. In 
this strategy, he stated that America’s future growth and competitiveness depends on the 
capacity to be innovative and creative (White House, 2011). With that said, company 
leaders and employees working in for-profit and non-profit businesses need to remain 
innovative and creative to maintain a sustainable future. In particular, they need a 
professional development model that works for their employees. 
This introduction identified issues aligning curriculum development and 21st 
Century classrooms. Connectivism surfaced as a possible solution to address these issues. 
Connectivism is a theory that knowledge is distributed across a network of connections, 
and therefore learning consists of the ability to construct and traverse those networks 
(Downes, 2007). The connectivist principles can be applied to the majority of subject 
areas. At the research site there is a strong key stakeholder interest in the development of 
creativity and innovation programming for faculty and staff development. This reiterates 
the national call for a renewed focus on innovation in the United States. 
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Statement of the Problem to Be Researched 
The problem this study addressed was that of the challenges curriculum developers 
face, including the challenge of understanding how to meet 21st Century learner demands 
that exist at the research site. While studies exist on testing new models for staff 
professional development programming, the Connectivist Model, as a pedagogical 
framework for 21st Century technology-enhanced learning, has not gained traction in the 
human resources professional development setting. Local stakeholders are interested in 
the results of using the Connectivist Model to inform their options for future human 
resources faculty and staff professional development programming. 
Purpose and Significance of the Problem 
The purpose of this case study was to investigate a technology-enhanced approach 
for 21st Century human resources faculty and staff professional development 
programming at an urban university in the Northeast. To fulfill this purpose, the case 
study described faculty and staff experiences in a connectivist-based, six-weeks’ course 
titled Creative Leaders Course. Connectivism was used as the mode of intervention in 
this course. To be more specific about the intervention, the researcher investigated 
Downes’s (2005) characteristics of a connectivist course (autonomy, connectedness, 
diversity, and openness). As mentioned in this introduction, these characteristics align 
with adult learning theory and its application in classrooms of the 21st Century. The 
researcher has an extensive professional background in designing and developing higher 
education courses, which was leveraged to ensure the inclusion of connectivist course 
principles in the Creative Leaders course.  
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By exploring Downes’s (2005) characteristics of a connectivist course, the study 
focused on the following: 
• Propose a sustainable solution for 21st Century teaching; 
• Add to human resource professionals’ toolkit; 
• Provide support for employee research time; and, 
• Inform advanced approaches to curriculum. 
This study addressed a professional development gap in the literature on the use of 
connectivism for employee training and development. The solution is meaningful to 
human resources professionals at the research site because, as mentioned in the 
introduction, the staffing situation is limited and the office tasks are many. Therefore, any 
fact-finding effort made has aided in the development of 21st Century learning practices.  
Research Questions 
1. How do professionals at an urban university describe their experience in a creativity 
and innovation staff development course utilizing connectivist course principles 
(autonomy, connectedness, diversity, and openness)? 
2. How do professionals at an urban university practice creativity and innovation as a 
result of a staff development course utilizing connectivist course principles (autonomy, 
connectedness, diversity, and openness)? 
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The Conceptual Framework 
Researcher’s Stances and Experiential Base 
The researcher’s philosophical stance aligns with the constructivist paradigm. 
Constructivist theory is based on the fundamental assumption that people create 
knowledge from the interaction between their existing knowledge or beliefs and the new 
ideas or situations they encounter (Airasian & Walsh, 1997). Learner knowledge is 
expected to fit into their world of past and present experiences (Craighead & Nemeroff, 
2004). One advantage of this paradigm is the concept of close collaboration between the 
researcher and the study participants. Such a close collaboration allowed for storytelling 
activities designed to better understand individuals’ backgrounds. The storytelling 
process was designed to make sense of why professionals view reality in certain ways.  
Constructivist theory aligns with qualitative research, as shown in Table 1.2 
below. The theory contains certain features, such as the use of open-ended research 
questions, which aids in the exploration needed to research 21st Century technology-
enhanced learning. The researcher generated a list of assumptions based on this 
philosophy.  
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Philosophy  Constructivism  Positivism  Pragmatism  
Type of 
research  Qualitative Quantitative Mixed 
Methods  
Open-ended questions, 
emerging approaches, 
text and/or image data 
Closed-ended 
questions, pre-
determined 
approaches, numeric 
data 
Both open- and 
closed-ended 
questions; emerging 
and predetermined 
approaches; and, both 
qualitative and 
quantitative data 
analyses 
Research 
practices  
Positions researcher 
within the context 
Collects participant-
generated meanings 
Focuses on a single 
concept or phenomenon 
Brings personal values 
into the study 
Studies the context or 
setting of participants 
Validates the accuracy 
of findings 
Interprets the data 
Creates an agenda for 
change or reform 
Researcher collaborates 
with participants 
Tests or verifies 
theories or 
explanations 
Identifies variables of 
interest 
Relates variables in 
questions or 
hypotheses 
Uses standards of 
reliability and 
validity 
Observes and then 
measures 
information 
numerically 
Uses unbiased 
approaches 
Employs statistical 
procedures 
Collects both 
qualitative and 
quantitative data 
Develops a rationale 
for mixing methods 
Integrates the data at 
various stages of 
inquiry 
Presents visual 
pictures of the study 
procedures  
Employs practices of 
both qualitative and 
quantitative research 
  
  
Table 1.2: A Comparison of Research Philosophies 
Source: Andrew et. al. (2011) 
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Four critical assumptions about adult learners emerged from this philosophical approach: 
1) Knowledge can be enhanced through different pedagogical approaches to learning;    
2) Adult learners are capable of participating in a self-directed complex environment;   
(3) adult learners seek some autonomy; and, 4) adult learners seek learning experiences 
because of a need.  
The researcher has twelve years of experience in online and hybrid learning in 
middle-management positions within organizations. In addition, the researcher has been 
teaching as an adjunct professor in a higher education setting since 2007. The 
researcher’s work focuses primarily on the development of learning portals, the 
identification and piloting of emerging technologies, and course design. These 
experiences provided a solid knowledge base of tools and strategies driving the 
technology-enhanced education experience. The researcher holds a master’s degree in 
adult education and worked in career training and professional development settings 
using face-to-face, hybrid, and online delivery methods. The experiences outlined in this 
section provided the researcher the ability to include the Connectivist Model during the 
Creative Leaders Course design process. The literature review and the researcher’s 
existing knowledge base provided tangible examples of using the Connectivist Model in 
online and hybrid courses. The researcher leveraged the examples to allow for the model 
to be applied in this research setting.  
The researcher’s perceptions about adult learners create the potential for bias, 
which could taint this study’s data. Consequently, the researcher utilized a qualitative 
research technique known as bracketing to account for the perceptions issue. Gearing 
(2004) explains bracketing as a ‘scientific process in which a researcher suspends or 
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holds in abeyance his or her presuppositions, biases, assumptions, theories, or previous 
experiences to see and describe the phenomenon (p. 1430). Therefore, the researcher 
applied a memo strategy for this research study, which will be further defined in Chapter 
Three. The researcher wrote memos during the data collection and analysis phase to 
allow for reflection (Cutcliffe, 2003). 
The human resources office at the research site traditionally develops and 
facilitates faculty and staff professional development opportunities. The Creative Leaders 
Course followed a different course design process that included three individuals. Two 
human resources staff members and the researcher collaborated to develop the course. 
This team approach allowed for the direct involvement of key stakeholders throughout 
the process.  
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Conceptual Framework 
There are three streams to the research study, as shown in Figure 1.3 below.  
 
Figure 1.1: Conceptual Framework 
The three streams are as follows: 1) Connectivism, 2) Andragogy, and, 3) Change 
Models. Connectivism, developed by George Siemens in 2005, provides a technology 
framework to address 21st Century learners. This theory is relatively new and has a 
number of vocal criticisms, which are discussed in the literature review in Chapter Two. 
Second, Malcolm Knowles’s Theory of Andragogy provides a structured explanation of 
how adults learn. As mentioned in the introduction, Knowles’s theory is one of the most 
widely recognized in the field of adult education. Finally, the third literature stream 
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discusses change models. In order for individuals and organizations to shift into a 
mindset of creativity and innovation, a change framework must be identified and 
incorporated into the system and its culture.  
The researcher believes that moving to 21st Century course development and 
teaching necessitates a 21st Century approach for technology-enhanced learning, a strong 
focus on adult education principles, and the utilization of a change model. This formula 
will better address student needs. In order to understand if the connectivist framework is 
an effective model for training and development, the researcher enlisted a group of 
participants from the research site. This group experienced a six-weeks’ course in 
creativity and innovation titled Creative Leaders Course. Participants in this study 
participated in focus groups utilizing an asynchronous discussion format, created 
artifacts, and were observed online.  
Definition of Terms 
21st Century Skills - The term "21st-Century skills" is generally used to refer to 
certain core competencies such as collaboration, digital literacy, critical thinking, and 
problem-solving that advocates believe schools need to teach to help students thrive in 
today's world (Allington, 2010). 
Active learning - Active learning is "anything course-related that all students in a 
class session are called upon to do other than simply watching, listening, and taking 
notes" (Felder & Brent, 2009). 
Andragogy – Andragogy is a set of principles that describe adult learner interests 
(Carlson, 1989). 
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Autonomy – Autonomy is a desire for self-directed learning (Bannister, n.d.). 
Bracketing - Researchers acknowledging their beliefs and biases early in the 
research process to allow readers to understand their positions, and then bracket or 
suspend those researcher biases as the study proceeds (Creswell & Miller, 2000). 
Creativity – Creativity is the act of turning new and imaginative ideas into reality 
(Naiman, n.d.). 
Complex Networked Systems – Complex Networked Systems are the presence 
of a large number of objects (individuals, sensors, computers, etc.) that interact in a way 
that causes strange irregularities, such as random patterns (Kumar, Wainwright, & 
Zecchina, 2009). 
Connectedness – Connectedness is the ability to connect with others (Bannister, n.d.). 
Connectivism - At its heart, connectivism is the thesis that knowledge is distributed 
across a network of connections, and therefore that learning consists of the ability to 
construct and traverse those networks. It shares with some other theories a core 
proposition, that knowledge is not acquired, as though it were a thing (Downes, 2007). 
Diversity – Diversity describes differences in networks (Bannister, n.d.). 
Innovation - Innovation is the process of making changes to something established by 
introducing something new that adds value to customers (O’Sullivan & Dooley, 2009).  
Learner-centered teaching (Learner-centered) - Learner-Centered teaching means the 
student is at the center of the learning process.  The student assumes the responsibility for 
learning while the instructor is responsible for facilitating the learning.  Thus, the power 
in the classroom shifts to the student (Blumberg, 2013).  
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Listly – Listly is cloud-based software used to easily create, curate, and publish artifacts. 
Openness – Ability/willingness to share information (Bannister, n.d.). 
Self-directed learning - In its broadest meaning, self-directed learning describes a 
process in which individuals take the initiative, with or without the help of others, in 
diagnosing their learning needs, formulating learning goals, identifying human and 
material resources for learning, choosing and implementing appropriate learning 
strategies, and evaluating learning outcomes (Knowles, 1975, p. 18). 
Assumptions, Limitations, Delimitations 
Assumptions 
The researcher assumed that a course designed using the connectivist course 
principles would allow study participants to experience a 21st Century classroom. The 
21st Century classroom’s advanced technology enhancement had the potential to be 
problematic for course participants. It was assumed an adequate support system for both 
the facilitator and participants would be needed during the course. The researcher 
assumed that, out of the thousands of faculty and staff working at the research site, no 
fewer than twelve would have time to fully engage in a six-week creativity and 
innovation course. The researcher believed participants would engage in the course 
process at a high level because the Creative Leaders Course is voluntary. Site access was 
not a concern.  
Limitations 
Study participants had a difficult time committing to the necessary hours during 
the six-week course. Busy personal and professional lives caused missed time, which 
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influenced the quality of the study results. In addition, technical problems with personal 
hardware, software, or the Internet effected course participation. Obviously, there are a 
number of variables for success in an online course that need to be taken into 
consideration when designing the course. 
Delimitations 
The researcher chose to consider only convenience sampling from among the 
available sampling techniques. The research site included an invitation to all faculty and 
staff on the professional development listserv, which protected the university from 
potential lawsuits for exclusionary practices. The researcher was committed to working 
within the university framework during this study. Additionally, the researcher’s choices 
on methodology represent delimitations. These choices included the following: sample 
size, reliability of data, and the six-week timeframe of the course. 
Summary 
The 21st Century has created unique challenges for curriculum developers. Their 
twin capacity to change and conduct research remains as an important factor for the 
success of curriculum developers. Research shows the difficulty curriculum developers 
have in making changes to their teaching and learning strategies. One reason identified in 
the introduction is related to systems thinking. Individuals continue to act from their past 
experiences as learners, which is typically a 20th Century paradigm. Other curriculum 
developers have the capacity to move into an emerging future, but lack the organizational 
support to conduct research and pilot new models—which of course, is the case in this 
research study. In both cases, the situation makes it difficult to address learner wants and 
needs. In an effort to resolve this issue, the researcher identified a pedagogical model for 
FACULTY AND STAFF DEVELOPMENT  20 
20	
	
technology-enhanced learning. Connectivism’s underpinnings resemble Knowles’s adult 
education theory and the 21st Century classrooms model, making the framework ideal for 
moving faculty and staff professional development from the 20th Century into the 21st 
Century.   
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Chapter 2: The Literature Review 
Introduction to Chapter 2 
As stated in chapter one, the purpose of this case study was to investigate a 
technology-enhanced approach for 21st Century faculty and staff development 
programming at a large research university in the Northeast. The approach infused a 21st 
Century model for the use of technology in designing and delivering learning 
experiences. The researcher conducted an informal needs-assessment of key human 
resources staff at the research site and found the Connectivist Model provided an 
alternative to current program development models. The Connectivist Model gave human 
resources professionals at the research site an additional option for professional training 
and development program design. The researcher’s main area of interest was centered on 
the faculty and staff experience taking a course designed using the Connectivist Model.  
This study answered the following research questions: 
1. How do professionals at an urban university describe their experience in a creativity 
and innovation staff development course utilizing connectivist course principles 
(autonomy, connectedness, diversity, and openness)? 
2. How do professionals at an urban university practice creativity and innovation as a 
result of a staff development course utilizing connectivist course principles (autonomy, 
connectedness, diversity, and openness)? 
The literature review was conducted to place this study in the existing body of 
knowledge and to identify the need for the study. The researcher recognizes that the 
Theory of Connectivism is relatively new and therefore a limited amount of scholarly 
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research is available within the literature. To the researcher’s knowledge, no scholarly 
studies have been conducted using connectivism as a framework for internal faculty and 
staff professional development, which is the identified gap in the literature. This study 
examined the faculty and staff experience with the connectivist course principles during a 
six-week Creativity and Innovation course titled Creative Leaders Course. 
This review of the literature focused on three themes to justify the need for this 
research study, and to show how the study will add significantly to the field. The three 
themes are as follows: 
1. Connectivism: A 21st Century Framework for Designing & Teaching 
Technology-Enhanced Courses 
2. Professional Development Practices 
3. Shifting to a New Mindset of Individual and Organizational Innovation  
The first section of this literature review will define and describe the Connectivist 
Framework. This framework was used to design, develop, and facilitate the human 
resources creativity and innovation faculty and staff professional development course. 
The researcher tied the framework to Social Constructivist learning. Finally, the section 
will analyze, compare, and synthesize prior Connectivist research studies.  
The second section of this literature review will focus on professional 
development practices. The critical part of this literature review, at the time of this 
dissertation, is the limited amount of scholarly literature surrounding the use of 
Connectivism in a human resources faculty and staff professional development setting. 
The researcher looked to fill this gap in the literature through this study.  
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The third section of this literature review will focus on change models. Study 
participants were asked during the six-week course to create an office innovation plan. In 
order to be creative and innovative, study participants identified past patterns of behavior 
and suspended their beliefs in order to see an emerging future (this is consonant with 
Scharmer’s Theory U). This section will identify a framework for change, which was 
used in the professional development course. Ultimately, the incorporation of a model 
into the coursework provided the participants a framework they can use moving forward 
in their professional endeavors.  
Literature Review 
Connectivism: A Framework for Designing & Teaching Online Technology-
enhanced Courses 
Connectivism is a framework for understanding how learners participate in 
learning activities in a digital age (Dunaway, 2011). In addition, there is a focus on a 
shifting ecosystem of core elements where the individual may not be in full control due to 
complex networked systems (Siemens, 2004). The model postulates that learning takes 
place when learners make connections between ideas located throughout their personal 
learning networks, which are composed of numerous information resources and 
technologies. It is critical to note that this definition of Connectivism aligns directly with 
Constructivist Theory, more specifically Social Constructivist Theory. 
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 Connectivism is based on the following eight principles (Siemens, 2005):  
1. Learning and knowledge rest in diversity of opinions.  
2. Learning is a process of connecting specialized nodes or information sources. 
3. Learning may reside in non-human appliances.  
4. Capacity to know more is more critical than what is currently known.  
5. Nurturing and maintaining connections is needed to facilitate continual 
learning.  
6. Ability to see connections between fields, ideas, and concepts is a core skill.  
7. Currency (accurate, up-to-date knowledge) is the intent of all Connectivist 
learning activities.  
8. Decision-making is itself a learning process. Choosing what to learn and the 
meaning of incoming information is seen through the lens of a shifting reality. 
While there is a right answer now, it may be wrong tomorrow due to 
alterations in the information climate affecting the decision. 
The core principles of connectivism lead to four main activities to enhance 
learning. The first activity is ‘aggregation’, which is the ability to compile resources from 
the web into a collection. The second activity is ‘relation’, which is defined as bringing in 
personal experience to the situation through self-reflection. The third activity is 
‘creation’, which is the learner developing content through available web technologies 
such as blogs, podcasts, and wikis. Finally, ‘sharing’ allows participants to contribute 
within their personal learning networks. Later in this chapter, the four activities are 
illustrated through studies conducted on Connectivist-based courses. At his juncture, it is 
critical to get a sense of how Connectivism fits into existing learning theory.   
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Connectivism best aligns with the Constructivist Theory, which is based on the 
fundamental assumption that people create knowledge from the interaction between their 
existing knowledge or beliefs and the new ideas or situations they encounter (Airasian & 
Walsh, 1997). Learner knowledge is expected to fit into their world of past and present 
experiences (Craighead & Nemeroff, 2004). Social Constructivism focuses on integrating 
learners into knowledge communities.  
Jonassen (1994) proposed eight characteristics underpinning constructivist 
learning environments. These principles, according to the author, are related to both 
constructivist and social constructivist learning theories. Jonassen’s eight characteristics 
of constructivist learning environments are as follows: 
1. Constructivist learning environments provide multiple representations of reality. 
2. Multiple representations avoid oversimplification, and represent the complexity of the 
real world. 
3. Constructivist learning environments emphasize knowledge construction instead of 
knowledge reproduction. 
4. Constructivist learning environments emphasize authentic tasks in a meaningful 
context, rather than abstract instruction out of context. 
5. Constructivist learning environments provide learning environments such as real-
world settings or case-based learning instead of predetermined sequences of 
instruction. 
6. Constructivist learning environments encourage thoughtful reflection on experience. 
7. Constructivist learning environments “enable context- and content- dependent 
knowledge construction.” 
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8. Constructivist learning environments support “collaborative construction of 
knowledge through social negotiation, not competition among learners for 
recognition.” 
When comparing the principles of connectivism and social constructivism, similar 
patterns emerge. For example, a collaborative construction of knowledge, and not having 
predetermined paths for learners, are two examples of similarity in the theories. 
Interpretativism is the epistemology, or justified belief, that knowledge is believed to be 
acquired through involvement with content (Kroll & LaBoskey, 1996). This belief is 
shared by both Constructivist Theory and Social Constructivist Theory. The connectivist 
framework is ideal for learner content involvement, because it allows for designing a 
complex network of up-to-date information. Learners can reflect against personal 
experiences, cultural background, and personal views. To conclude, connectivism is 
aligned with the Constructivist Theory. Connectivism is the 21st Century technological 
framework needed to push constructivism forward. The remainder of this research stream 
will look at research on Connectivist-based courses.  
 Connectivist-based courses provide an alternative framework for the design, 
development, and facilitation of technology-enhanced courses at colleges and 
universities, and by human resources professionals. If a course is designed, developed, 
and facilitated using the connectivist framework, participants are expected to openly 
share their expertise, knowledge, understanding, and ideas. Thus, knowledge is not only 
freely distributed across the network, but also created within the network (Tschofen & 
Mackness, 2012). Course resources are aggregated from across the web, making digital 
literacy an important capacity for learners as a consequence. 
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DeWaard et al. (2011) state that self-organization, openness of information flow, 
freedom, interconnectedness, and collective emergence are all found in connectivist-
based courses. Participants self-organize content into categories, thus creating 
interconnectedness among users. In order for this concept to be effective, users must 
participate in resource generation. In addition, Kop (2011) points out that for 
connectivist-based courses to be effective, people must have the capacity to do the 
following: 
1. Direct their learning; 
2. Have the ability to negotiate the web; and, 
3. Be confident and competent in using communication tools. 
As stated in the introduction to this chapter, the purpose of reviewing 
connectivist-based course research is to identify strengths and weaknesses in using the 
framework for course design, development, and facilitation. This information will 
strengthen the researcher’s process. At the time of this writing, there are no research 
studies looking at the use of the connectivist framework in a faculty and staff human 
resources professional development setting. Therefore, the researcher chose to review 
higher education examples. Consequently, the first connectivist-based course was 
conducted in 2008, led by Siemens and Downes (2008). 
Hogg and Lomicky (2012) used an exploratory factor analysis on data collected 
from 465 post-secondary students in a connectivist-based course. The researchers 
identified four levels of Connectivist Theory (Openness, Diversity, Autonomy, 
Interactivity). According to the authors, the design of the course followed the traditional 
Connectivist framework. Study findings revealed that ‘autonomy’ and ‘openness’ were 
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factors in the course, but other characteristics had lower levels of presence, such as 
interactivity and diversity. This led to the conclusion that curriculum developers may not 
be focused on the connectivist principle of diversity. Moving forward, curriculum 
developers should keep diversity in focus. An additional finding is that while there was a 
high volume of interactions in the course between participants, research did not find 
interactivity to be present outside of in-class discussion. For example, individuals did not 
connect outside of the course on social networks. 
Other courses, such as Teaching in a Virtual World (Barnett, McPherson, and 
Sandieson, 2013) only partially used the Connectivist framework, and therefore received 
uneven results when evaluating the four Connectivist course principles espoused by 
Downes (2005). The availability of autonomous learning situations is lessened if the 
instructor builds all course material without the involvement of the learners, which 
occurred in this example. Knowles’s Adult Learning Theory of Andragogy, which is 
covered later in this chapter, points to the assumption that adult learners have a self-
concept. The concept states that, as adults mature they go from wanting direction, to 
being self-directed. As a consequence of this change, program development models must 
incorporate the concept of autonomy. Connectivism handles the issue of autonomy in a 
21st Century method through a networked learning approach. 
Participants taking connectivist-based courses may interpret the concept of 
autonomy as a feeling of little or no facilitator support, which in some cases leads to 
isolation. The Hogg and Lomicky (2012) study concluded that instructors failed to 
engage with students in the online environment, which is also a finding of Kop (2011). 
According to Young (2006), course instructors should be providing students 
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encouragement, feedback, and motivational techniques. Mackness, Mak, and Williams 
(2010) explored the perspectives of learners in the CCK08 course through surveys and 
interviews by focusing on the four connectivist principles developed by Stephen Downes 
(aggregation, remixing, repurposing, and, feeding forward). Study findings revealed that 
a defined instructor intervention policy might be necessary in connectivist-based 
courses—even though networked open-learning relies heavily on autonomy. The research 
studies support the use of some defined structures in a connectivist-based course.  
Kop, Fournier, and Mak (2011) examined how developing technologies such as 
connectivist-based course systems could influence the design of online learning 
environments in the PLENK2010 course offered by Downes, Clooney, Siemens, and 
Cormier (2010). The researchers used a mixed methods methodology, relying on a 
variety of data collection techniques such as tracking, surveying, and virtual ethnography. 
Study findings show meaningful learning is more likely to occur if social and teaching 
presence is part of the learning environment design. Multiple studies have pointed out the 
importance of the instructor’s connection to students. Learner autonomy should not mean 
the disappearance of the instructor. The instructor’s role may be re-defined from 
traditional online courses, but instructor presence should continue to be in focus. Later in 
this chapter, the literature will focus on the effects of learner autonomy on course 
outcomes.  
Conradie (2014) explored the perceptions of 76 higher education students using 
the connectivist-based approach of leveraging personal learning networks. The research 
found autonomous learning requires participants to have advanced self-regulation skills. 
Self-regulated learning refers to activities directed at the acquisition of information 
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(Zimmerman, 1990), which is a fundamental principle of connectivism. According to 
Kopp (2011), digital literacy plays a key role in learner success. To participate in self-
regulated learning, students must have the ability to navigate the Internet. Kop, Fournier, 
and Mak (2011) found that when individuals are technically confident, they are willing to 
create artifacts. This is an important finding, which shows a possible need for the use of 
learners’ technical assessment prior to the course start date.  
It is clear from the literature that autonomy, which is one of four characteristics of 
connective knowledge networks (Downes, 2005), plays a pivotal role in the connectivist-
based course research identified in this chapter. Tschofen and Mackness (2012) point out 
that diversity can be a positive factor in the model, but the creation of structure and 
requirements, as mentioned earlier in this chapter, may hinder this connectivist 
characteristic. Furthermore, the skill-set needed to navigate information on the Internet 
may also hinder diversity. Referring back to the Hogg and Lomicky (2012) study, the 
researcher found that diversity was lacking. First of all, the diversity of students’ 
viewpoints was lacking in the courses. Secondly, the diversity in activities was scored at 
a lower level. Diversity is an important concept in connectivist-based courses, as 
supported throughout the research (Kop & Hill, 2008; Reeves et al., 2004). One solution 
mentioned in the literature is to create focused training on digital literacy and orienting 
individuals to the connectivist structure. Another suggestion is for curriculum developers 
to focus overall on the concept of diversity in future developments (Tschofen & 
Mackness, 2012).  
Kop (2011) conducted a mixed-methods study on the connectivist-based course 
titled PLENK. This study investigated three critical aspects of connectivist pedagogy: 
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participant autonomy, presence, and literacy. This triple focus was an effort to understand 
the significance of these variables on learner success. Study findings revealed that the 
three constructs are indeed needed in concert for learner success in connectivist 
environments. 
Next, we move from investigating the efficacy of the connectivist characteristics 
and principles, to the technology and systems thereof. The technology used to develop 
courses and systems can play a major role in the learner experience and provide another 
opportunity to improve the diversity issue. Connectivist-based courses appear to be a 
complex network of connections leading to the availability of accurate up-to-date 
information. For connectivist curriculum developers, this attempt at complexity can lead 
to poor user design. Fini (2009) examined adults’ attitudes towards networked learning in 
the CCK08 connectivist-based course. Study findings show participants chose the most 
basic methods for classroom communication. In addition, many of the technology tool 
options were pushed aside for more traditional communication methods. The findings of 
Cowan, Neil, and Winter (2013) revealed that learners in virtual environments did not use 
synchronous tools, which in part is due to considerations of convenience. Understanding 
adult learners and their technology preferences gives curriculum developers the ability to 
customize systems to fit needs. Currently, there is no technology platform providing a 
fail-safe solution for the development and facilitation of connectivist-based courses. 
Rapid advances in technology will make the identification of a defined complex system 
difficult. Therefore, models will continue to evolve as individual projects evolve and 
adapt with technology (deWaard et al., 2011). 
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In summary, research on connectivist-based courses shows the importance of 
instructor involvement in the course, which requires attention from curriculum 
developers in the course design process. In addition, research shows adults are able to 
confidently utilize networked learning (Hogg & Lomicky, 2012). Rapid changes in 
technology make it difficult to advance a widely accepted connectivist-based technical 
framework. Proposed models will continually change to adapt to new technological 
innovation, making it difficult for curriculum developers to produce connectivist-based 
courses. Instructional designers, technologists, and educational researchers may be 
necessary to serve as advisors in this emerging environment. 
Professional Development Practices 
As stated in the introduction to this chapter, the purpose of reviewing the most 
widely-used human resources training and development techniques was to identify the 
current models being used in human resource settings. By reviewing current practices, the 
researcher made conclusions about certain models. These conclusions led to the 
identification of best practices, which were incorporated into the design, development, 
and facilitation of the Creative Leaders Course.  
One of the challenges for human resource professionals is the selection of 
professional development formats based around employee wants and needs (SHRM, 
2008; Roy, Kishchuk, Gauthier, & Borys, 2013). Employee needs are defined as the 
principles of adult education theory. Employee wants are personal preferences. 
Organizations have numerous options for staff training and development formats. 
Workforce training is important to equip employees with the skills required in the 
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knowledge era, which include critical thinking and adaptability (Panagiotakopoulos, 
2011). A 2008 Society for Human Resources Development (SHRM) survey showed 
nearly half of employees participate in professional development programming (SHRM, 
2008). The report goes on to state that employee preferences for training delivery do not 
reflect the current delivery options, which include coaching, instructor-led training, and 
knowledge-sharing events. Therefore, it is important to get a baseline of understanding 
about adult learning theory and adult education in order to make effective professional 
training and development decisions. 
Adult learners. Adults have different intrinsic motivations to learn, as compared 
to childhood learners (Merriam et al., 2007). This statement impels this literature review 
to focus specifically on adult education theory. There are a number of major theories and 
theorists in the area of adult education. For the researcher’s purposes in this study, four 
theories stood out in the literature. The major adult education theories include the 
following (Snyder, 2009; Merriam et al., 2007): 
• Knowles Theory of Andragogy; 
• McClusky’s Theory of Margin; 
• Jarvis’s Learning Model; and, 
• Illeris’s Three Dimensions of learning. 
 Malcolm Knowles’s Theory of Andragogy (1966) is the most widely-accepted 
and used model for adult learning (Holton, Swanson, Naquin, 2008). Today, there are six 
Principles of Andragogy as follows (Knowles et al., 1998): 
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1. Adults need to know why they need to learn something before the event, activity, 
or class (‘Need to Know’). 
2. Adults have a self-concept that aligns with a self-directed learning style (‘Self-
Directed’). 
3. Prior life experience enhances learning situations (‘Foundation’). 
4. Adults are ready to learn when presented with a life situation or when they need 
to complete a task (‘Orientation’). 
5. Adults are life-centered, and education is their method for reaching full potential 
(‘Life-Centered’). 
6. Adult motivation is internal, rather than external (‘Motivation’). 
In reviewing these six principles, one can see similarities between what is to be 
accomplished in the connectivist framework, and the principles of andragogy. For 
example, the connectivist framework allows learners to continually get up-to-date 
information in an open format. When adults have a motivation to gather information 
before an event the Connectivist Model accounts for those informal learning activities. In 
addition to the ‘need to know’ principle, this paper previously discussed ‘self-concept’ in 
the context of self-directed learning. The Knowles Theory of Andragogy is mentioned 
throughout this paper as the researcher looked to align adult education principles with the 
design, development, and facilitation of the Creative Leaders Course. 
McClusky’s Theory of Margin (1963) states that dramatic changes occurring during 
post-adolescence force adults to constantly seek balance between the amount of energy 
needed and the amount available (Merriam & Caffarella, 1999). The balancing act is 
visualized as a ratio between the workload of life, which disperses energy, and the power 
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of life, which allows us as individuals to deal with the workload of life. For example, 
daily tasks (load) reduce our ability to participate in learning activities. Efficiency in our 
lives can add to our life power. Therefore, the more power one has, the more available 
and likely one is to participate in formal and informal learning. Organizational leaders 
can look to unburden employees from excessive workloads, which will provide them 
time for learning. For example, daily tasks can be redistributed while employees 
participate in training and development.  
Jarvis’s (2016) Learning Model theorizes that all learning begins with the five human 
senses of sound, sight, smell, taste, and touch. Therefore learning ultimately depends on 
our biology (Merriam & Caffarella, 1999). This learning perspective is a focus on the 
individual’s internal world, not on external factors. Jarvis’s model begins with an 
experience that is not immediately recognizable. Instantaneously, the learner brings in 
life experiences in an attempt to make sense of the sensation. The learner then 
experiences emotions, which facilitates different learning styles. 
Illeris’s (2003) Three Dimensions of Learning focus on the external relationship of 
the learner to the environment, and the internal acquisition process. This twin focus is 
expressed through the dimensions of cognition, emotion, and society. According to the 
author, the cognitive dimension is comprised of knowledge and skills, while the 
emotional dimension involves feelings and motivation. Both dimensions are considered 
to be internal learning activities. External interaction is the final dimension, which 
involves people in the learning process. Illeris (2003) believes that learning starts with 
one of the following five stimuli: 
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• Perception; 
• Transmission; 
• Experience; 
• Imitation; or, 
• Activity or participation. 
 Illeris’s (2003) model resembles Jarvis’s (2016) five senses proposition. The two 
models focus on the internal vs. the external. In this research, motivation will be a 
concept emerging throughout the professional development literature.  
All four models presented above have overarching themes important to the training 
and development of adults in the workplace. The researcher chose to use the following 
three themes for use in this study: the self-directed nature of adult education; learner 
experience; and, a focus on task (challenging tasks). The four models provide 
assumptions and principles of adult education theory, which informs the training and 
development of adults in an organizational setting.  
Instructor-led training. From a curriculum design standpoint, the researcher focused 
on the primary techniques human resources professionals use for training delivery. As 
mentioned in Chapter 1, the most commonly used professional development formats are 
the following (CIPD, 2014): 
• On-the-job training; 
• Instructor-led; 
• Coaching;  
• Traditional e-learning methods; and, 
• External conferences/workshops.  
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A strong, fundamental understanding of the research surrounds the training formats 
allowed for a learner-centered design.  
Yeung, Okamoto, Soar, and Perkins (2011) conducted a systematic literature review 
consisting of 172 references of which 18 studies were deemed significant. The 
researchers’ compared and contrasted the effectiveness of alternative training methods to 
an instructor-led format, which is typically found in basic life-support training. The study 
found there is evidence to support the use of self-directed learning, lay instructors, and 
brief training, which will be re-occurring themes throughout this chapter. 
Self-directed learning, also called autonomous learning, is one of the four core 
elements of connectivism and is one of the main principles found in Knowles’s Theory of 
Andragogy. Self-directed Learning, as described by Knowles (1975), is a process in 
which individuals take responsibility for their own learning. Individuals select content, 
manage activities, and pursue their own pathways to learning. It is important to 
understand how self-directed learning plays a role in current learning practice to justify 
its relevance in advancing new models for designing training. 
An individual’s ability to adapt to technology innovation is a critical part of 21st 
Century Learning. The Partnership for 21st Century Learning (P21) designed a framework 
for modern learners. Some key components of the framework include the following: 
information, media, and technology skills. Galbraith, Quinney, and Smith (2010) 
examined a technology challenge course for librarians through the lens of andragogy and 
self-directed learning. Survey results found that a self-directed approach fosters technical 
skill development for adult participants. In addition, this format supports life-long 
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learning in an effective and efficient way. When charged with designing and 
implementing workplace training and development, it is essential to select methods that 
are both effective and efficient.   
Other research supports the advancement of self-directed learning. Nefdt, Koegel, 
Singer, and Gerber (2010) evaluated 27 parents of kids with autism in a self-directed 
learning program to see if their behavior changed, based on the curriculum. Results from 
questionnaires, observation, and a parenting stress index found the introduction of self-
directed learning materials increased parent confidence, and as a result their child’s 
language ability. The researchers concluded that self-directed learning does increase 
confidence. 
Artis, Boyer, and Edmonson (2012) conducted a meta-analysis on 36 educational 
studies through the lens of five educational constructs: academic performance, aspiration, 
curiosity, creativity, and life satisfaction. The average age of participants across studies 
was 33.4 years. The research found higher levels of participation in self-directed learning 
are associated with higher levels of all five educational constructs. Looking at Knowles 
model of adult learners, it is understood these five educational constructs align to 
fundamental adult learning needs. Therefore, self-directed learning has the ability to 
positively affect adult educational efforts.  
In addition to the positive effect self-directed learning has on academic 
performance, aspiration, curiosity, creativity, and life satisfaction, self-directed learning 
also positively impacts the long-term retention of information. Brydges et al. (2012) used 
an experimental design to evaluate the effectiveness of instructor-led learning and self-
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directed learning. Results from experimental and control groups found self-directed 
learners (SDL) were able to retain more information than their counterparts three months 
or more after training concluded. The research suggests active learning, such as a self-
directed format, should be implemented into medical residency formats for the long-term 
retention of critical medical information.  
The research shows self-directed learning has a positive effect on adult learners in 
a number of areas, as mentioned above. Therefore, the researcher was aware of the 
criticality of selecting a framework focusing on self-directed learning as a catalyst for 
quality learning outcomes. We will now transition from self-directed learning into other 
research findings that may influence curriculum design. 
Coaching. Coaching is the art of facilitating performance, learning, and 
development of another (Downey, 2003). Coaching is just one form of professional 
development, which attempts to bridge the gap between training and the workplace (Taie, 
2011). This technique has been adopted as a primary format used by human resource 
professionals (SHRM, 2008).  
One of the primary challenges with coaching formats is that managers are 
typically charged with acting as coaches, but find it hard to provide timely feedback due 
to other responsibilities. Longenecker (2010) explored workplace coaching using a 
survey design to identify practices to improve this form of training and development. 
According to a survey of more than 219 managers, results indicated the practice of 
workplace coaching to be beneficial to employee success in the workplace. The main 
challenge managers face in a coaching format is the time constraints related to the 
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process, such as providing feedback. As high as 74% of managers believe that not enough 
feedback is given to improve performance, and this is consistent with other research 
findings (Berg & Karlsen, 2012). 
Feedback has a substantial impact on workplace attitudes, self-efficacy, utility, 
and accountability (Taylor, Fisher, & llgen, 1984). If managers (as coaches) in the 
organization are unable to provide feedback, the powerful aspects of the training program 
are lost. Organizations should not utilize a coaching format if managers are unable to 
provide timely feedback.  
The Connectivist Model allows for constant feedback throughout the learning 
process. This process occurs by fostering and nurturing network connections, social 
media, virtual learning communities, and networking. In a workplace training program 
developed using connectivist principles, feedback can come from co-workers, managers, 
vice presidents—basically anyone connected within individuals’ virtual learning spaces. 
Giving a large number of individuals the opportunity to provide feedback increases the 
probability of the mangers receiving feedback. Connectivism facilitates this feedback 
opportunity by focusing on developing a complex, networked system of connections. 
As mentioned earlier in this chapter, self-directed learning is a viable practice for 
improving information retention. How does the coaching format compare with other 
formats? Tai (2012) hypothesized that coaching would improve the retention of new 
skills. According to the research findings, the coaching model had a positive quantitative 
impact on test scores. This conclusion demonstrates that a coaching program does have a 
positive impact on short-term retention. This finding confirms the claim by managers in 
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Longenecker’s (2010) study that coaching improves employee success in the workplace. 
This study also confirms additional research on the effectiveness of coaching (Ellinger, 
2003; Hagen, 2012; Hamlin et al., 2006). 
Online, collaborative, and social learning. E-learning is one of the most 
commonly used methods for learning and talent development (CIPD, 2013). The e-
learning format is growing when compared to other delivery methods in organizational 
settings. In formal higher education settings, over 6.7 million students are taking online 
courses (Babson Research, 2013). The legacy questions on the efficacy of online learning 
has been put to rest by the U.S. Department of Education’s study, Evaluation of 
Evidence-Based Practices in Online Learning. This meta-analysis confirms that online 
learning is a viable learning format.  
 According to the Pew Research Center (2014), 74% of online adults use social 
networking sites. This gravitation towards the use of social media forces educators to 
think about how this affects teaching and learning. According to Puijenbroek, Poell, 
Kroon, and Timmerman (2014), the use of social media in the workplace has a positive 
effect on work-related learning. Information-sharing is a key component of social media 
(Kim et al., 2010). Employees need to keep up with current information to assist with 
their job functions. 
Johnson, Hornik, and Salas (2008) investigated the role of social presence, 
interaction, and the perceived usefulness of distance education courses. Data was 
collected from a single course of 371 participants using perception surveys and 
interaction data from the learning management system (LMS). Findings show that social 
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presence does play an important factor in e-learning success. Social presence in this 
context is the ability for users to create and share in a digital environment. This study is 
another example of how the Internet’s social aspect can play a positive role in learning.  
Social media provides another space for learning situations to occur. Sun, Tsai, 
Finger, Chen, and Yeh (2008) examined the critical factors influencing learner 
satisfaction in e-learning through surveys and interviewing. Two things stand out. First, 
flexibility leads to learner satisfaction, which supports other research findings (Berger, 
Topp, Davis, Jones, & Stewart, 2009). Second, ease of use (technology) is a critical factor 
for satisfaction. Social media provides a uniquely flexible format for receiving, posting, 
storing, and searching information. Advanced systems such as Facebook center on 
sorting, categorizing, and searching what users deem to be critical information. In 
addition, social media can provide quick, easy-to-use formats (Cahn, Benjamin, & 
Shanahan, 2013), which researchers have found to be important in the medical field to 
combat a lack of face-to-face meeting times for systems training. 
 Social networking has the potential to facilitate the principles of adult education 
and connectivism. It allows employees to gather and promote resources, maintain social 
connections, gain fresh perspectives, and review and interact with diverse opinions. At its 
core, connectivism is social networking and much more. While the inclusion of social 
networking into learning situations has demonstrated positive effects on learners, 
communication between students is not the only necessary strategy.  
 Ke (2010) conducted a mixed-methods case study which examined the nature of 
teaching, cognitive, and social presence created by students and instructors. Study results 
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through observation, artifacts, discussion analysis, and surveys found that effective 
instructional design practices and some pedagogical preferences are critical prerequisites 
for adult online learning success. Teaching presence emerged as one of the critical 
success factors in adult online learning, which further supports the literature (Johnson, 
Hornik, & Salas, 2008). Research shows that the majority of connectivist-based courses 
lack instructor presence. Therefore, it is incumbent on the instructional designer(s) to 
include this concept in course and program designs. Either the Connectivist Model does 
not account for this concept, or the model has been misunderstood to this point.  
In summary, the most widely-used practices by human resource professionals for 
employee training and development provide the necessary baseline knowledge for 
curriculum developers to make informed decisions when looking to move classrooms 
into a 21st Century format. Concepts and evidences found in the research literature lend 
support to the inclusion of connectivist principles in the curriculum development process. 
Shifting to a New Mindset of Individual and Organizational Innovation 
As mentioned in the introduction to this chapter, curriculum developers and 
teachers find it difficult to change their thinking on teaching and learning practices, 
making it hard to address 21st Century learner demands. Professionals working in 
teaching and learning careers may find change to be difficult. Otto Scharmer asks us, 
“Isn’t there a way to break the patterns of the past and tune into our highest future 
possibility—and to begin to operate from that place?” (Scharmer, 2007). Scholars and 
professionals working in the organizational change space have created models allowing 
individuals working within organizations to move from a past state into a state of current 
thinking. One such model is Theory U by Otto Scharmer.  
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In 2007 Scharmer focused on the significance of change and the leader: 
While management is about getting things done, leadership is about creating and 
cultivating the larger context – the fertile common ground and soil – in which 
things happen (p.72). 
 
 Change frameworks provided a pathway for curriculum developers and course 
participants in this study to be open to the change necessary to solve the complex issues 
facing the research arena. Scharmer’s model thus becomes a major focus for the success 
of a teaching and learning situation. Wiggins and McTighe (2005) utilize the backward 
design in their curriculum work and classify this systems approach into three stages. 
Stage 1 identifies the desired results; Stage 2 determines the acceptable evidence; and 
Stage 3 deals with planning learning experiences and instruction (p. 18). Study 
participants must have the ability to suspend their perceptions in order to reach higher-
level course outcomes, This in turn can have a huge impact on the organization. How can 
this be accomplished?  
 Before identifying a change model and reviewing its efficacy, it is important to 
understand five concepts proposed by Peter Senge (1994) that were designed to foster 
learning organizations. 
1. Systems Thinking – The ability to see patterns instead of considering change as 
isolated events.   
2. Personal Mastery – A Commitment to life-long learning and being the best person 
one can be. 
3. Mental Models – A person’s representation of reality. 
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4. Building shared visions – A commitment to a long-term plan. 
5. Team learning – Ability to create desired results by working together. 
Peter Senge (1990) defines learning organizations as follows: 
Learning organizations are those where people continually expand their capacity 
to create the results they truly desire, where new and expansive patterns of 
thinking are nurtured, where collective aspiration is set free, and where people are 
continually learning to see the whole together. 
Systems thinking is a concept found in Eastern philosophy. A focus on the whole 
and the interconnectedness of nature are at the core of systems thinking. Systems thinking 
emerged in Western culture in the 1930’s (Davidz, 2006). Russell Ackoff defines systems 
thinking as holistic thinking as opposed to reductionist methods (Ackoff, 2004). In other 
words, the system is greater than the sum of all the parts. The use of systems thinking is 
critical for today’s business leaders (Adam, 2002). Very few managers have any 
knowledge or understanding of systems thinking (Ackoff, 2006), even though it is a 
critical component of dealing with complex situations that require organizational 
transformation (Pourdehnad & Bharathy, 2004). The inclusion of systems thinking into 
the Creative Leaders Course advanced research participants’ thinking in their effort to 
think creatively about complex problems.  
Personal mastery is the ability to grow on a personal level (García-Moralesa, 
Lloréns-Montesa, & Verdú-Joverb, 2007). The central practice of personal mastery 
involves learning to keep both a personal vision and a clear picture of current reality 
before us (Society for Organizational Learning, n.d.). This allows for the development of 
FACULTY AND STAFF DEVELOPMENT  46 
46	
	
personal and professional capabilities. The concept of personal mastery has been 
identified frequently in the literature as one of the key factors influencing innovation 
(Glenn 1996; Nonaka & Takeuchi, 1995). For example, García-Moralesa, Lloréns-
Montesa, and Verdú-Joverb (2007) found empirical evidence through a study of 41 firms 
that personal mastery positively influences organizational performance in regard to 
innovation.  
The term ‘mental model’ is defined as a psychological representation of real or 
hypothetical situations (Zeksek & Arvai, 2004). To better understand ones’ own attitudes 
and beliefs, it is important to participate in internal reflection and discussion, which are 
key components to moving towards a future state. With the current and future pace of 
innovation, slow-changing mental models become an organizational challenge (Grady, 
Magda, & Grady, 2011). Individuals must have the capacity to change their mental 
models due to the rapid pace of innovation. Ray Kurzweil (2005) states that society will 
continue to move exponentially forward with the rate of change. For example, 20 years of 
progress in the 20th Century takes only twelve years today. One critical factor to consider 
for organizations is the effect of change on the employee. Change agents must provide 
the support structure for employees to re-stabilize from change efforts in the 
organization. The impact of change on employees is real.  
This section covered three of the five concepts designed to foster learning 
organizations (Senge, 2005). It was clear that these concepts are of importance to 
curriculum developers and research participants in the Creative Leaders Course. For 
example, it was difficult to investigate innovative outcomes without identifying personal 
mental models and discussing those issues. Only then can individuals move into a ‘future 
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thinking’ mentality. The researcher operationalized the use of these concepts into the 
Creative Leaders Course through the use of Theory U, which best aligns with Senge’s 
five concepts for the learning organizations. 
Theory U, a model by Otto Scharmer, includes theories and concepts presented by 
Peter Senge. The model is designed to address the need for individuals and organizations 
to move into a future state. It provides a systematic plan of activities curriculum 
developers can leverage into coursework. Theory U’s alignment with Peter Senge’s work 
provided the Creative Leaders Course a model to move course participants into a future 
state. This has the potential to produce higher level creativity and innovation outcomes. 
The model looks to develop seven leadership capacities. The Theory U leadership 
capacities include the following: 
1. Holding the space of listening. 
2. Observing 
3. Sensing 
4. Presencing 
5. Crystalizing 
6. Prototyping. 
7. Performing 
For individuals to develop the seven capabilities, Theory U contains five 
movements, as shown in Figure 2.1 below. The first movement in Theory U is co-
initiating. The critical aspect of this movement is listening to oneself and others. In this 
movement individuals are asked to suspend their preconceived notions about the world. 
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The result leads to an individual and collective ability to see the world with a fresh 
perspective. 
 
Figure 2.1: Theory U  
Source: The Presencing Institute 
 
The second movement in Theory U is co-sensing. During this movement it is 
important to observe diversity in people and places. Through observation, individuals can 
start to connect with the system. A feeling of isolation moves into connectivity. For 
example, families living in communities may be primarily concerned about their own 
situation. This movement allows a connection to be made to the whole of the community. 
A concern about the well-being of others may begin to form, or be strengthened.  
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 The third movement of Theory U is co-inspiring. This is a movement of stillness. 
In the previous movement, individuals have connected to the outside world to get a sense 
of the whole system. This third movement allows a connection to our deepest self. This 
stage focuses on the concept of presencing. Presencing is connecting to one’s inner self, 
which allows individuals to see from the whole. The key in this third movement is to 
move away from any special interest groups that have defined one’s thinking.  
 The fourth movement is co-creating. Co-creating involves prototyping new ideas 
from the inner connection. These ideas are in the world, not on the world, because of 
effects the earlier movements have had on people in the organization. As a result, this 
allows ideas to crystalize and take form. Prototyping of ideas in this movement occurs in 
the microenvironment to allow for failure and revision, resulting in a culture feeding on 
high creativity and experimentation. Most importantly, this allows all ideas and concepts 
to be on the table. 
 The final movement is co-evolving. In co-evolving, the prototyping moves into 
organizational practice. The organization begins to act from the whole as an institution. 
This allows organizations to be at a competitive advantage. Company employees easily 
recognize change leadership at this stage in their environments.  
According to Scharmer (2009), Theory U is still in its infancy. Therefore, a 
limited amount of scholarly research and empirical evidence on Theory U exists. Meijer, 
Korthagen, and Vasalos (2009) conducted a case study of a single teacher during the 
school year. The objective of the study was to systematically support presence in her 
teaching. Results from the study show that the teacher was able to achieve mindfulness, 
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or being fully present in the moment. In addition to elevated levels of environmental and 
internal awareness, the teacher’s professional actions became more effective. The 
researchers concluded that the concepts within the Theory U model have a positive effect 
on teaching practices.  
Hoekstra and Korthagen (2011) conducted a mixed-methods longitudinal study of 
32 teachers going through a national educational policy change, which mandated the use 
of active and self-regulated learning as teaching strategies. Teachers were required to 
adjust without administrative support. Results showed a limited change in teacher beliefs 
and practices during the first year. The study took one teacher and supported her 
transition using Senge’s (2005) core concepts to comprise a framework. This teacher was 
able to identify her beliefs and patterns that would not allow her to change. As a result 
she was able to act on her inner potential while other teachers were not able to do so.  
The two studies of classroom teachers speak to two points. First, reflection on 
one’s ideals may be a more effective way of understanding the essence of the problem the 
person encounters (Meijer et al., 2009; Korthagen, Greene, & Kim, 2013). This allows 
individuals to steer clear of “tunnel thinking” (Fredrickson, 2002). Second, as mentioned 
previously in this section, leaders must recognize the internal challenges change brings to 
employees. Employees need to be coached through changes using a systematic 
framework for advancing to future states. 
Schweikert, Meissner, and Wolf (2014) conducted a qualitative research study to 
explore the use of Theory U in creating an interdisciplinary college creative lab. Research 
found study participants jumped around the phases of Theory U instead of going through 
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the linear process, which created a sense of smaller U movements. Participants were able 
to leverage the co-creating phase to identify significant institutional changes required to 
make the creative lab a reality. A conclusion was made that creating a new lab needs to 
respect existing structures and rules because they matter. Additionally, researchers 
concluded that certain aspects of the model assisted with change, but other conceptual 
frameworks would be needed to support the change.  
Peschl and Fundneider (2014) conducted action research during an organizational 
innovation program titled LEAP. One significant conclusion was that participants 
experienced profound change in their thinking and a new connection with the whole of 
the system. Due to the underpinnings of Theory U, the class experienced strong social 
coherence, which allowed the innovation process to flow and produce stronger outcomes. 
Participants were not necessarily impressed with the innovation artifacts, but spoke more 
about the connection to co-workers, a culture of innovation, and openness. This research 
demonstrates that Theory U cannot be the only mechanism used in the Creative Leaders 
Course to foster innovation. 
Van Pabst and Visser’s (2012) exploratory research looked at transformative 
change in the context of corporate sustainability and responsibility. The authors created 
and compared their new corporate sustainability and responsibility model (CSR) to 
Theory U. The researchers concluded that by applying Theory U principles to their 
model, they “can effectively overcome the present incremental, peripheral and 
uneconomical failings” (Van Lawick van Pabst & Visser, 2012) of their previous 
modeling. They recognized that Theory U provides the framework for organizational 
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transformation and sustainability needed to extend their model’s impact on corporate 
sustainability.   
In summary, industry experts claim organizational change initiatives continue to 
experience a failure rate approaching 70% (Beer & Nohria 2000; IBM 2008; Raps 2004; 
Kotter 1998; Senge, 1999; Standish Group 2009; Strebel 1998). The inclusion of Theory 
U into the Creative Leaders Course was an attempt to get away from the failures of the 
past by incorporating systematic approaches—such as systems thinking—which have 
seldom been understood in business settings (Ackoff, 2006). Research shows that the 
inclusion of Theory U, or its related components have a positive influence on individuals 
and organizations to go through transformative change.  
Summary 
 Connectivism provides a model for 21st Century technology-enhanced learning, 
which gives curriculum developers a toolkit to address learner wants and needs. 
Connectivist-based course research points to a number of positive findings about the 
models use in teaching and learning situations. The current practices in professional 
development reveal the presence of certain aspects of connectivist principles, such as 
autonomy and diversity. However, the entire model has not been evaluated in a human 
resources professional faculty and staff professional development course. What is clear 
from the research is the need for a change model within the Creative Leaders Course. 
Current research shows the difficulty for individuals or organizations to innovate without 
the capacity of moving into a future thinking mindset. Theory U provided the necessary 
framework to move Creative Leaders Course participants into an emerging future. 
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Chapter 3: Research Methodology 
Introduction 
The purpose of this study was to investigate a technology-enhanced approach for 
21st Century human resources faculty and staff professional development programming at 
an urban university in the Northeast. The intervention in this study was the use of the 
connectivist framework for the design, development, and facilitation of a human 
resources faculty and staff professional development course titled Creative Leaders 
Course. Specifically, the researcher explored the use of Downes’s (2005) characteristics 
of a connectivist course (autonomy, connectedness, diversity, and openness), as shown in 
Appendix D. 
The research questions for this study included the following: 
1. How do professionals at an urban university describe their experience in a creativity 
and innovation staff development course utilizing connectivist course principles 
(autonomy, connectedness, diversity, and openness)? 
2. How do professionals at an urban university practice creativity and innovation as a 
result of a staff development course utilizing connectivist course principles (autonomy, 
connectedness, diversity, and openness)? 
This chapter will describe the methodology used in this research study by 
focusing on the research design and rationale, site and population, research methods, and 
ethical considerations. 
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Research Design and Rationale 
The researcher chose to use qualitative methods for this research study. According 
to Creswell (2012), qualitative research is “an approach for exploring and understanding 
the meaning individuals or groups ascribe to a social or human problem.” By nature, 
qualitative research produces in-depth descriptions for a deeper understanding of a 
phenomenon (Creswell, 2012). Therefore, qualitative methods have the ability to produce 
richly descriptive results (Merriam, 2002). These results are not arrived at by any 
statistical procedure (Strauss & Corbin, 1990), but unfold through real-world experiences 
with a phenomenon (Patton, 2001). The qualitative design was a natural choice for this 
study due to the exploratory nature of the research questions focusing on the participant 
experience. In addition, the researcher’s philosophical stances align with the 
constructivist paradigm, which supports the use of qualitative methods (see Table 1.2). 
Qualitative research encompasses a number of research designs. For this study, 
the researcher used a case study design. Case study research involves the study of a case 
within a real life, contemporary context or setting (Yin, 2009), such as a business, 
country, or university. Using the case study approach, the researcher explored a 
“bounded” system (Creswell, 2007; Stake, 1995). A bounded system is an approach to 
shielding the researcher from the common pitfall of having too broad a topic with too 
many objectives (Baxter, 2008). Researchers can bind single case studies by time and 
place (Creswell, 2003), time and activity (Stake), and by definition and context (Miles & 
Huberman, 1994). For this study, the researcher used these concepts and methods to 
ensure that the study remains within the scope of the research.  
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Yin (2009) proposes five factors supporting the use of a single case study design. 
The five factors include the following: 
1. Critical (e.g. testing a theory) 
2. Unique 
3. Typical 
4. Revelatory (previously inaccessible to researchers) 
5. Longitudinal 
This research study focused on testing a theory (Connectivism) in a human resources 
faculty and staff professional development course. According to Yin (2009), this is a 
rationale for the selection of a case study design. According to Stake (1995) there are 
three distinct case study types: 1) intrinsic case, 2) instrumental case, and, 3) collective 
case. The intrinsic case focuses on a specific problem in a work situation. The 
instrumental type is concerned about learning something other than the identified 
problem at the research site. Finally, the collective case is concerned with learning about 
the phenomenon through multiple cases. For this study, the intrinsic case was best 
aligned to the research situation due to its focus on a single site with a specific problem.  
The selection of an intrinsic case as a research method generally means that the 
researcher has a deep interest in a specific case (Baxter, 2008), knowing that in most 
circumstances the results will have limited transferability. Therefore, the purpose of an 
intrinsic case study is not to understand an abstract construct, or to build a theory (Stake, 
1995). Because this study is action-research, the researcher had genuine interest in the 
case and the whole organization, which was the rationale for the use of an intrinsic case. 
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Site and Population 
Population Description 
The population of this study consisted of professionals at a large urban university 
in the Northeast. The population of the research site consisted of approximately 4,800 
full-time employees. Individuals have diverse educational backgrounds ranging from 
high school diploma to doctoral status. The population reflected ethic diversity across all 
colleges and schools. Professional staff, faculty, and administrative salaries ranged from 
30k to 350k per year, according to a Provost salary report. The population of this study 
was limited to this single university site.   
This study employed a convenience sampling technique, which is one of the 
primary techniques for social and behavioral sciences (Teddlie & Yu, 2007). 
Convenience sampling is a process that allows any faculty and staff member working at 
the research site to join the study. Therefore, the sample may not be representative of the 
population. Convenience sampling was selected because the human resources office at 
the research site traditionally promotes professional development opportunities to all 
employees in their listserv. With the selection of this technique, the researcher followed 
the office policy at the research site.  
Site Description 
The university is located in a major urban setting in the Northeastern part of the 
United States. The university boasts a top 100 ranking from U.S. News and World Report, 
and is one of the top ten employers in its region. The university hosts more than 26,000 
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of students come from the United States, but the university has seen recent growth in 
international applications due to a targeted marketing approach in China and other 
international locations.  
 In addition to a targeted oversees marketing and recruitment approach, the 
university has a commitment to nurturing local partnerships with community 
associations, K-12 schools, and local government representatives. The university 
maintains an office of civic engagement, which offers free tax and health courses held at 
community locations. The university’s philosophy is to be one of the most civically 
engaged organizations in the country. Recent donations from key stakeholders will 
expand the offerings even further in the future. From the Board of Trustees down to 
college faculty and staff, there is a real commitment to community. 
Site Access 
There are a number of site considerations the researcher took into account. Some 
were mitigated because the researcher conducted a “backyard” research study, which 
takes place at the researcher’s employment site. The first consideration was building 
access. The researcher was provided access to an on-site office. Access to the site was 
made available through the facilities building manager. A schedule was provided for the 
entire study in order to secure space. This created a situation where participant travel was 
limited to a walking distance on-campus. The researcher had the convenience of close 
proximity to participants, offices, and additional facilities.  
The second consideration was access to the population. Managers of the course 
participants were informed of the study after course registration closed. The researcher 
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used a lay summary to describe the study to the managers. A lay summary is a brief 
description of the research project that is used to explain complex ideas and technical 
terms in simple language to individuals who do not have prior knowledge about the 
subject (Dube & Lapane, 2014). The summary was designed for selected participants, but 
contained information beneficial to managers.  
The third and final consideration was cost. Financial feasibility of the study is 
especially important when operating in a low budget situation. For this study, the cost of 
participant travel, facilities, participants’ compensation, and food and equipment, were 
donated in kind by the college, or provided by the researcher.  
The relationship between the researcher and the faculty, staff, and administration 
played a positive role in the design of this study. The researcher has worked for the past 
twelve years at the research site. During this time, the researcher has worked with 
leadership in the provost office, the office of information technology, college deans, 
associate deans, and human resources professionals. The relationships formed during this 
time mitigated many of the “gatekeeper” issues traditionally found in case study design. 
A gatekeeper is defined as a key person who facilitates information transfer by informal 
communication (Allen, 1969). Broadhead and Rist (1976) point to five gatekeeping 
issues: 1) limiting entry, 2) defining the problem, 3) limiting access to data and 
participants, 4) restricting the scope of the analysis, and, 5) retaining publication 
prerogatives.  
As mentioned above, having solid relationships helped mitigate the five 
gatekeeper issues identified in this section. For example, having relationships with a 
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number of managers at the research site allowed for the recruitment of individuals into 
the research study. This is important because accessing research sites and participants has 
continued to challenge fieldworkers (Van Maanen, 1998). Managers at the research site 
are directly responsible, outside of sexual harassment training, for the professional 
development of their employees. Therefore, managers are responsible for fostering and 
enhancing employee creativity and innovation, which is the focus of the Creative Leaders 
Course. Easy access to managers allowed the researcher to make a personal case for 
employee participation in the Creative Leaders Course. 
Research Methods 
Focus Groups 
Focus groups are a form of group interview (Yin, 2012) where individuals have 
some common interest or characteristics, and are brought together by a moderator who 
uses the group and its discussion to gain information about a specific issue (Marczak & 
Sewell, 2007). This method is useful for exploring participant knowledge and 
experiences (Kitzinger, 1995), and is a commonly used method of capturing data 
(Deshpande, 2007; Prince & Davies, 2003; Tracey & Barham, 2007). According to 
Morgan (2002), there are two broad types of focus groups: the structured and the less 
rigid approaches. This study, being academic in nature, applied a less rigid approach to 
the focus group design. 
The focus group design has a number of key characteristics. According to 
Krueger (2002), the characteristics include the following: 
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• Participants; 
• Environment; 
• Moderator; and, 
• Analysis and Reporting. 
Traditionally, focus groups have been composed of people who do not know each 
other (Krueger & Casey, 2000). Recently, researchers have come to understand the 
benefits of group discussion around a shared event as a robust mechanism for in-depth 
understanding about a phenomenon (Krueger & Casey, 2000). A critical point to mention 
is the necessity to be cautious about having individuals working in the same unit or 
department, participating together in focus groups. The researcher mitigated this potential 
pitfall by understanding the jobs of each participant during the course. 
As with all research methods, focus groups have different strengths and 
weaknesses as shown in Table 3.1 below.  
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Table 3.1: Advantages and Disadvantages of Focus Groups 
Source: Krueger (1994); Morgan (1988). 
A review of the disadvantages in using the focus group research design, listed in 
Table 3.1 above, identifies the significant challenge of assembling the group. 
Furthermore, a review of the literature shows that qualitative researchers utilizing the 
focus group research method found difficulty in recruiting participants and collecting rich 
data (Lijadi & Schalkwyk, 2015). Williams et al. (2012) found “asynchronous online 
focus groups are used when factors such as cost, time, or access to participants can make 
conducting face-to-face research difficult.”  
Both during and after the Creative Leaders Course, the researcher experienced 
challenges with faculty and staff availability, for reasons identified throughout this 
document. Consequently, aligning the course participants’ schedules to attend focus 
group sessions on specific dates and times became a hindrance to completing this study. 
As a result of the challenges the researcher faced in completing this study, the researcher 
utilized an asynchronous focus group design.  
‘Asynchronous’, in the context of this study, is defined as course participants 
contributing their perspectives at different dates and times based on their availability to 
attend a focus group session. As a solution to the issues surrounding predetermined 
synchronous focus group sessions, the researcher proposed more than a dozen dates and 
times for the focus group sessions. This strategy allowed the course participants to 
engage in the focus group data collection phase of this study, utilizing the protocol 
identified in Appendix A.  
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Research by Nicholas et al. (2010) found that online focus groups decreased the 
imposition of the group event upon participants’ time, because the researchers’ study did 
not require individuals to show up at specific times and locations. Stancanelli (2010) 
claims that, ‘‘online focus groups and traditional focus groups have more commonalities 
than differences’’ (p. 764). Prior research supports the use of both asynchronous (Kenny, 
2005; Murray, 1997; Turney & Pocknee, 2005; Williams & Reid, 2012) and synchronous 
(Stovner & Goodman, 2012) Internet-assisted methods.  
The researcher designed the focus group protocol based off Krueger’s (2002) 
focus group outline. The focus groups utilizing an asynchronous discussion format were 
recorded, and transcripts were produced from the sessions. Data was entered into NVivo 
software. NVivo is a qualitative data analysis software package designed for working 
with rich-text-based and/or multimedia elements. The software is designed to help 
organize, analyze, and find insights in qualitative data, such as interviews or social media 
posts (QSR International, n.d.). The researcher used the three-step constant comparative 
method of open coding, axial coding, and selective coding (Strauss & Corbin, 1990) for 
data analysis. In the data analysis procedures section occurring later in this chapter, the 
constant comparative method will be defined and described in detail. 
Individuals enrolled in the Creative Leaders Course were invited to participate in 
the research study. Those agreeing to participate had the option to attend an online 
information session (orientation), which reviewed the course, explained the research 
project, perused the consent form located in Appendix C, and detailed the course 
schedule. For the research participants’ convenience, optional dates and times were 
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provided for the focus group sessions during the overview, which were later modified to 
include additional dates and times. 
Direct Observation (Participant Observation) 
Marshall and Rossman (1989) define observation as “the systematic description of 
events, behaviors, and artifacts in the social setting chosen for study.” Observation is one 
of six research methods allowable in case study design (Yin, 2012). One type of 
observation is direct observation, also known as participant observation (Merriam, 1998), 
which allows the researcher to view participant conversations and actions without direct 
involvement in their experiences. DeWalt and DeWalt (2002) believe the goal of this 
research method is to develop a holistic understanding of the phenomena that is both 
objective and accurate. The direct observation research method, along with other case 
study methods, contains both strengths and weaknesses, as shown in Table 3.2 below. 
Source of 
Evidence 
Strengths Weaknesses 
Documentation • Stable - repeated review 
• Unobtrusive - exists prior to 
case study 
• Exact - names, etc. 
• Broad coverage - extended 
time span 
• Retrievability - difficult 
• Biased selectivity 
• Reporting bias - reflects author bias 
• Access - may be blocked 
Archival Records • Same as above 
• Precise and quantitative 
• Same as above 
• Privacy might inhibit access 
Direct Observation • Reality - covers events in 
real time 
• Contextual - covers event 
context 
• Time-consuming 
• Selectivity - might miss facts 
• Reflexivity - observer's presence 
might cause change 
• Cost - observers need time 
Participant 
Observation 
• Same as above 
• Insightful into interpersonal 
behavior 
• Same as above 
• Bias due to investigator's actions 
Physical Artifacts • Insightful into cultural 
features 
• Insightful into technical 
operations 
• Selectivity 
• Availability 
 
Table 3.2: Types of Evidence 
Source: Yin (1994) 
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The researcher sought to mitigate the weaknesses through this process of identification 
and in the research methods design. For example, recordings can assist with the weakness 
of selectivity. Merriam (1998) states there are five criteria that should be examined in any 
observation. These five criteria include the following: 
• The setting; 
• The participants; 
• The activities and interactions in the setting; 
• Frequency and duration; and, 
• Subtle factors such as informal activities, symbols and nonverbal 
communication.  
The researcher utilized the five criteria in the development of the observation form found 
in Appendix D. All five criteria were used in this study.   
The structure of the observation methods should be up to the researcher (Wang, 
2015), because there are no set rules for participant observation (Spradley, 1980; 
Bryman, 2004). However, Creswell (2013) describes observation as a series of six steps, 
which the researcher uses as a framework for participant observation. These six steps are 
as follows: 
• Select a site to be observed; 
• At the site, identify who or what to observe, when and for how long; 
• Determine, initially, a role as an observer; 
• Design an observational protocol as a method for recording notes in the field; 
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• Record aspects such as portraits of the informant, the physical setting, particular 
events and activities, and your own reactions; and, 
• Withdraw from the site, and as soon as possible, write a detailed description of 
your experience. 
Participants were observed in the online setting to gather data on autonomy, 
connectedness, diversity, and openness. The researcher collected observational data 
through in-person sessions, online sessions, social connections, and discussion board 
conversations. The researcher utilized the observation form to collect data. Collected data 
was entered into NVivo software to identify codes and themes using the three-step 
process of open coding, axial coding, and selective coding (Strauss & Corbin, 1990). 
Individuals opting to participate in the research study were informed of the direct 
observation component during the information session (orientation).  
Artifacts 
Physical artifacts are physical evidences that can be gathered during a site visit 
(Tellis, 1997). According to Goetz and LeCompte (1984), artifacts of interest to 
researchers are typically “things that people make and do.” The artifacts can be office 
memos, committee reports, or meeting minutes, to name a few. Physical artifacts are one 
of the allowable methods within case study design (Yin, 2012). Goetz and LeCompte 
(1984) provide four activities for the collection of artifacts, which the researcher used in 
this study. The four activities are:  
• Locating artifacts; 
• Identifying the material; 
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• Analyzing it; and,  
• Evaluating it. 
Table 3.3 below identifies the Creative Leaders Course artifacts, the location, the method 
for analysis, and evaluation.  
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Artifacts Type Location Data Analysis Evaluation 
Teams fill in a few “Spokes” based on 
their work experiences using the 
Creativity & Innovation Process 
Word 
Document 
Learning 
Management 
System 
(LMS) 
Constant Comparative Method 
(Strauss & Corbin, 1990) 
Autonomy, 
connectedness, 
diversity, and 
openness 
Complete the Session 1 questions in 
the Creative Leadership Plan in the 
Creativity & Innovation Process site. 
Discussion 
Board LMS Constant Comparative Method 
Autonomy, 
connectedness, 
diversity, and 
openness 
Discuss “What is Water?” and “Ten 
Accidental Discoveries That 
Generated Great Wealth” 
Discussion 
Board LMS Constant Comparative Method 
Autonomy, 
connectedness, 
diversity, and 
openness 
Complete the Session 2 questions in 
the Creative Leadership Plan on the 
Creativity & Innovation Process site 
Discussion 
Board LMS Constant Comparative Method 
Autonomy, 
connectedness, 
diversity, and 
openness 
Find an article or short video about 
Intrinsic Motivation, Employee 
Engagement, and university 
employees, and post the link for all to 
see. 
Word 
Document, 
PDF, URL 
LMS Constant Comparative Method 
Autonomy, 
connectedness, 
diversity, and 
openness 
Relating to the “Fresh Eye” Concept, 
post a creative thought or idea for 
improving your work area. 
Discussion 
Board LMS Constant Comparative Method 
Autonomy, 
connectedness, 
diversity, and 
openness 
Complete the Session 3 questions in 
the Creative Leadership Plan on the 
Creativity & Innovation Process site. 
Discussion 
Board LMS Constant Comparative Method 
Autonomy, 
connectedness, 
diversity, and 
openness 
Refine your Fresh Eye thought or idea 
and discuss it with your supervisor. Notes LMS Constant Comparative Method 
Autonomy, 
connectedness, 
diversity, and 
openness 
Login to your team site and discuss 
your role as a creative leader in 
establishing a Creativity and 
Innovation process in your workplace. 
Discussion 
Board LMS Constant Comparative Method 
Autonomy, 
connectedness, 
diversity, and 
openness 
Complete the Session 4 questions in 
the Creative Leadership Plan on the 
Creativity & Innovation Process site. 
Discussion 
Board LMS Constant Comparative Method 
Autonomy, 
connectedness, 
diversity, and 
openness 
Post your Fresh Eye thought or idea 
about your work area and share it with 
your team members and assist them in 
building their presentation. 
Discussion 
Board LMS Constant Comparative Method 
Autonomy, 
connectedness, 
diversity, and 
openness 
Find an article or short video that you 
find exciting about creativity and 
innovation in universities and post it 
on the site for all of us to see. 
Word 
Document, 
PDF, URL 
LMS Constant Comparative Method 
Autonomy, 
connectedness, 
diversity, and 
openness 
Complete the Session 5 questions in 
the Creative Leadership Plan on the 
Creativity & Innovation Process site. 
Discussion 
Board LMS Constant Comparative Method 
Autonomy, 
connectedness, 
diversity, and 
openness 
Presentations of Creativity Leadership 
Plans with Questions and Feedback 
from the Participants 
Discussion 
Board LMS Constant Comparative Method 
Autonomy, 
connectedness, 
diversity, and 
openness 
 
Table 3.3: Activities for Collection of Artifacts 
As shown in Table 3.3 above, there are numerous artifacts research participants 
created during the Creative Leaders Course. The artifacts were in the form of Word 
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documents, PDFs, discussion board postings, and URLs. The artifacts were collected via 
the Learning Management System (LMS). The researcher analyzed the data looking for 
significant themes emerging around the four connectivist course principles of autonomy, 
connectedness, diversity, and openness (Downes, 2007). Collected data were entered into 
NVivo software to identify codes and themes using a three-step process of open coding, 
axial coding, and selective coding (Strauss & Corbin, 1990). Individuals opting to 
participate in the research study were informed of the artifact research during the 
information session. 
Data Analysis Procedures 
The research methods section of this chapter defined and described three designs 
(focus groups, observation, and artifacts) which were used in this study. In addition, the 
section detailed how the data was collected during the study. This section will provide a 
description of the qualitative data analysis procedures.  
Each focus group utilized an asynchronous discussion format that produced 
descriptive transcripts. The researcher used the Constant Comparative Method (Strauss & 
Corbin, 1990) for the data analysis of those transcripts. This three-step process consisted 
of open coding, axial coding, and selective coding. The researcher examined and 
compared the data during the open coding process in an effort to create meaningful 
categories. The axial coding phase procedures allowed for an investigation into 
connections between categories. The researcher put the data back together at the 
conclusion of this phase. Finally, the selective coding phase enabled the formation of the 
core categories, with a description of their relationship to the remaining data. In addition 
to the focus groups utilizing an asynchronous discussion format, this three-step data 
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analysis process was used for the artifacts and observation research methods. NVivo 
software facilitated the process of the Constant Comparative Method. Data from each 
focus group session, observation, and artifact was entered into NVivo software, which 
allowed the researcher to perform the three-step Constant Comparative Method 
introduced above. 
Research 
Questions 
Qualitative Research 
Method 
Data Collection 
Method 
Data Analysis Occurs 
Q1 Focus Groups Focus groups 
are video 
recorded and 
transcribed. 
Constant 
Comparative 
Method 
Weeks 6 & 7 
Q2 Observation Course 
transcripts, 
researcher field 
notes 
Constant 
Comparative 
Method 
Weeks 1,2,3,4,5,6 
Q2 Artifacts 14 artifacts 
found in Table 
3.5 
Constant 
Comparative 
Method 
Weeks 1,2,3,4,5,6 
 
Table 3.4: Data Collection 
 
Stages of Data Collection 
 The initial stage of data collection was observation. The researcher collected 
participant data during the six weeks’ course. The second stage of data collection was the 
generation and/or collection of artifacts. The Creative Leader course participants 
generated artifacts during the entire six weeks’ period, as shown in Table 3.3. As artifacts 
were collected, the researcher started the data analysis process. The final stage of data 
collection was that of interviewing focus groups. Focus groups utilizing an asynchronous 
discussion format occurred at the end of the course in Week Six or Week Seven, and 
followed the Constant Comparative Method (Strauss & Corbin, 1990) described in this 
section for observation and artifacts.  
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Ethical Considerations 
There are a number of ethical considerations the researcher took into account 
during this study. Johnson and Christensen (2008) define six key items the American 
Education Research Association (AERA) presents as ethical standards as follows: 
1. Obtain informed consent; 
2. Assent and dissent with minors; 
3. Passive vs. active consent; 
4. Deception; 
5. Freedom to withdraw; and, 
6. Confidentiality, anonymity, and privacy. 
The researcher used these six areas to inform the overall research methodology. 
Continuing with ethical requirements, the site required an Institutional Review 
Board (IRB), which is made up of university faculty members, who vetted all research 
proposals. The goal of the board is to protect research participants as human subjects. A 
clear, detailed summary was provided to IRB to gain access to the participants. The 
researcher was required to provide an informed consent form to all participants in the 
study based on the IRB guidelines. The informed consent form notified participants about 
the confidentiality of the research process. One key element of confidentiality was that no 
names or identifying information were released about any of the individuals participating 
in the study.    
Another consideration necessary to mention is politics. Because the researcher 
was conducting an action-research study, there exists the possibility that a gatekeeper 
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may request the researcher to change the conclusion or recommendations. To mitigate the 
issue, the researcher pointed to the ethical principles of conducting research. The 
investment in traditional forms of training and development, the comfort level with 
existing programming, or not wanting the researcher to gain prominence, were a number 
of potential political issues the researcher faced. These concerns are not abnormal from 
typical organizational work, and were monitored during and after the study.  
   It is important for the researcher to clearly explain philosophical underpinnings 
that may have affected the study. The researcher believes that knowledge is constructed 
through human perception and social experience. This knowledge belief aligns with the 
constructivist viewpoint. More specifically, the researcher subscribes to a category of 
constructivism called social constructivism. Social constructivism is a theory that 
knowledge and reality are created by social relationships and interactions. As mentioned 
in Chapter Two, Connectivism aligns with the Social Constructivist Theory, meaning that 
the two theories being utilized in this study align with the researcher’s philosophy.  
 Lastly, the researcher completed the Collaborative Institutional Training Initiative 
(CITI) training on conducting ethical research. CITI is the premier organization for the 
training and development for educational researchers. This training, combined with 
doctoral course work, ensures that ethical practices were recognized and adhered to in 
this study.  
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Summary 
In summary, this chapter defined the research methodology for this study. The 
researcher used a qualitative case study design (Creswell, 2012), which is useful when 
exploring participant knowledge and experiences (Kitzinger, 1995). The study employed 
the convenient sampling method due to human resource requirements for employee 
recruitment to undertake faculty and staff professional development courses. The 
orientation to the Creative Leaders Course provided in-depth details about the research 
study, which included the research methods and the consent form. These methods 
allowed participants to obtain a full understanding of the research process before, during, 
and after the Creative Leaders Course.  
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Chapter 4: Findings, Results, and Interpretations 
Introduction 
 The connectivist framework has gained major attention in recent years due to its 
impact on Massive Open Online Courses (MOOC) design and development. If applied 
properly, this framework has the potential to move classrooms from the 20th to 21st 
Century model as outlined in Chapter 1, Table 1.1. Representing a shift from 20th to 21st 
Century learning, the connectivist framework maintains an openness of information flow, 
student freedom, interconnectedness, and collective emergence (Inge deWaard et al., 
2011). If a course is designed, developed, and facilitated using the connectivist 
framework, participants are expected to openly share their expertise, knowledge, 
understanding, and ideas so that knowledge is not only freely distributed across the 
network, but also created within the network (Tschofen & Mackness, 2012). 
 This case study was designed to explore faculty and staff experiences in a 
connectivist human resources (H.R.) professional development course. Results of this 
study added to the large body of knowledge on frameworks (models) for staff 
professional development. In addition, the results assisted with challenges at the research 
site around finding time to explore new models for delivering courses and programs.  
 The researcher started this study by utilizing the conceptual framework found in 
Figure 4.1 below. The researcher assumed that the use of a connectivist framework would 
result in the development of a 21st Century classroom, as defined in Chapter 1, Table 1.1. 
In addition, the researcher believed models containing the use of emerging technologies 
must have adequate support systems to foster high student success and satisfaction. 
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Methods of data collection included focus groups, artifacts, and observation. In total, 
more than 30 people registered for the Creative Leaders Course. Seven students 
participated in two sections. The participants represented six colleges and schools.  
 
Figure 4.1: Conceptual Framework 
Problem statement. The problem this study sought to address was about the 
challenges curriculum developers face, including the challenge of understanding how to 
meet 21st Century learner demands that exist at the research site. While studies exist on 
testing new models for staff professional development programming, the Connectivist 
Model—a pedagogical framework for 21st Century technology-enhanced learning—has 
not gained traction in the Human Resources (HR) professional development setting. 
Local stakeholders were interested in the results of using the Connectivist Model to 
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inform their options for future HR faculty and staff professional development 
programming. 
Description of university. The study was conducted at an urban university in the 
Northeast United States. The university enrolls over 26,000 students in graduate and 
undergraduate degrees and certificates. This institution of higher education is one of the 
top employers in the region, supporting approximately 170 online and on-campus 
programs. The HR department is charged with the identification, design, and 
development of university-wide professional development events, such as sexual 
harassment training, Title IX, customer service, teamwork, and supervisory training. The 
HR learning and development team is a small group dedicated to creating a positive, 
productive, and engaged culture. The office has a history of utilizing face-to-face, hybrid, 
and online training modalities.  
Data collection timeline. The HR learning and development team played an 
important role in making this study possible. The researcher met with two staff members 
over a period of six months starting in March of 2015, in an effort to better understand 
the most popular course/training requests from faculty and staff at the research site. In 
addition, the researcher looked to gain insight into the current models being used to 
facilitate HR courses and programs. After multiple consultations, the researcher presented 
to the Director of Learning and Development an outline of the study, which was accepted 
and moved forward as an HR course offering. Staff members on the learning and 
development team were intrigued to learn more about the Connectivist Model, and how 
the framework and its principles could be leveraged in future course and program 
development.  
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Course invitations were designed and developed by the researcher in consultation 
with the learning and development staff. The invitation information was added to the 
monthly newsletter that contained all HR training offerings for the upcoming quarters at 
the research site. The listserv used to promulgate the newsletter is comprised of more 
than 1,000 faculty and staff members. The invitation for this study was sent out 
throughout the summer of 2016. Out of the possible 1,000 respondents, thirty-two 
individuals registered for the Creative Leaders Course. Of those thirty-two participants, 
seven participated in, and finished the six weeks’ course. Prior to engaging in data 
collection activities, the researcher met with the seven individuals who participated in the 
course to review the purpose of the study, answer any questions on confidentiality, and to 
obtain faculty and staff consent to participate in the study. Focus groups utilizing an 
asynchronous discussion were conducted in the first half of 2017 with the seven course 
participants.   
The researcher experienced challenges in recruiting participants for the study. 
There were a number of factors making recruiting efforts difficult—such as employee 
time considerations, small staff levels due to budget cuts, the course not being required 
by a supervisor, and the course not being required by the university. In addition to the 
challenges of recruitment, these factors played a significant role in the participation rate 
of individuals registered for the course. The researcher received emails and calls from 
course registrants describing their interest in the course, but stating their desire to un-
enroll due to these factors. Overall, there was a strong interest in the topic of creativity 
and innovation as a professional development opportunity. 
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Population. The course participants were comprised of faculty and staff 
representing the fields of public health, arts and science, law, instructional design, 
medicine, and education. All seven participants had experience taking or teaching an 
online course. The seven participants created artifacts during the course and participated 
in focus groups using an asynchronous format designed to explore the student experience 
in a connectivist professional development course. In order to disseminate this study’s 
information and protect the participants’ identities, the participants’ names have been 
assigned from Number One through Number Seven. Demographic information about 
each participant can be found in Table 4.1 below.  
Table 4.1: Participant Demographics 
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Research questions. 
1. How do professionals at an urban university describe their experience in a 
creativity and innovation staff development course utilizing connectivist course 
principles (autonomy, connectedness, diversity, and openness)? 
2. How do professionals at an urban university practice creativity and innovation as 
a result of a staff development course utilizing connectivist course principles 
(autonomy, connectedness, diversity, and openness)? 
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Findings 
Focus Groups 
Exploring asynchronous focus group discussion data using the Constant 
Comparative Method (Strauss & Corbin, 1990), the researcher identified three themes. 
Table 4.2 highlights the three themes of technology, instructional design, and personal 
and professional impact. As for findings, the three themes are discussed individually 
throughout this chapter. In the results and interpretations section of this chapter, each 
theme of technology, instructional design, and personal and professional impact is 
discussed from an integrated perspective, showcasing the importance of each theme 
working together in concert.  
Table 4.2: Common Asynchronous Focus Group Themes 
Common Asynchronous Focus Group Themes 
Technology 
Instructional Design 
Personal & Professional Impact 
 
Theme one: Technology. The Creative Leaders Course used the university’s 
learning management system (LMS), Blackboard, to facilitate the online course. 
Blackboard is one of the largest LMS providers for colleges and universities. Blackboard 
contains a multitude of built-in tools and resources for course developers—such as 
discussion boards, wikis, blogs, and quizzes. In addition to utilizing the built-in LMS 
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tools, the researcher added in a small group of third party applications to promote critical 
elements of the Connectivist Model, such as aggregation and social sharing. The third-
party applications did not integrate with the LMS, with the exception of Voice Thread. 
Therefore, course participants needed to create accounts and navigate to external sites to 
use the platforms.  
Within the technology theme, the subthemes of learner-orientation and emerging 
technologies surfaced. Learner-orientation, in the context of this study, refers to the 
strategy or approach of informing the learners on how to navigate through, and use, a 
new technology platform. Emerging technologies, in the context of this study, refer to 
technologoes that have not yet reached a tipping point, or critical mass, for adoption into 
society. When coding data within the sub-theme of learner orientation, comments such as 
“frustration,” “systems integration,” “impatience,” “jumping around,” and “learning 
curve” were included. When coding data within the sub-theme of emerging technologies, 
comments such as “appreciation,” “easy to use,” and “adoption” were included. Table 4.3 
illustrates the two technology sub-themes and matching identifiers.  
Table 4.3: Technology Sub-Themes and Matching Identifiers 
Learner Orientation Emerging Technologies 
Frustration Appreciation 
Systems integration Easy to use 
Impatience Adoption 
Jumping around  
Learning curve  
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Technology sub-theme: learner orientation. Participants in this study described 
their experiences with orienting themselves to new technology applications in the 
Creative Leaders Course. Student Five reflected on the use of new technology in the 
coursework: “Some of them [technology tools] were a little more unwieldy to use than 
others, but I know the idea behind it.” Other participants in the course commented on the 
nature of using a new technology tool for the first time. When asked if technology was a 
barrier to the teaching and learning process, Student Seven highlighted the difficulty:  
I definitely remember there being different pieces of technology where I was 
thinking this is too much because I didn’t have the patience. I kind of approached 
this like I’ll sit down for an hour and oh now I need to learn this technology and 
for me that was a big deterrent. The stuff that I was familiar with, VoiceThread, I 
remember I sort of know this so I’ll stumble through and figure it out. 
When asked about the third-party technology for sharing artifacts, Student Two expressed 
some frustration in using the external products: “Because I’m not familiar with this 
particular technology, what was happening is I was getting frustrated just getting content 
up so others can post on it. Once I figured it out, I was ok (sic).” Student Five had the 
opposite thing to say when asked about the third-party technology used for sharing 
artifacts: “Listly, the technology resource we used for sharing artifacts didn’t even 
require an account. It was really easy to use.” 
Technology sub-theme: emerging technologies. Participants in this study 
described their experiences with using new third-party technology applications in the 
Creative Leaders Course. Student Four reflected on the use of third-party applications in 
the course, 
For me, I felt that there were a lot of different areas it was pulling us away to, so 
sometimes the conversations weren’t as effective as they could have been because 
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you were jumping from site-to-site-to-site to login and then login again. 
VoiceThread, being directly plugged into Blackboard Learn, made it probably the 
easiest one to go in and immediately check, plus you get emails about when that’s 
updated, so I think that drove more people to do it.  
 
When asked the same question on technology, Student Seven expressed reluctance in 
wanting to give personal information to an unknown company: “Thinking about giving 
my info to a third-party company? I was not that interested in that. I try not to do that 
when I can help it just to cut down on information I guess – spam and such.” When asked 
to describe what was useful in the course structure, Student Two mentioned liking the 
third-party technology tool Listly, which is a tool for posting artifacts to a Facebook style 
“wall”—enough to present the ideas to colleagues in the workplace,  
Listly, I didn’t know about it. I would look at it in terms of our courses in terms of 
our instructors who are more aware...ask if they’d like to explore the use. Even 
though I was familiar with VT I had a negative view of the product, but when I 
was using it in this particular course I sort of made a decision I wanted us to start 
using it and I got the ok to do that. This is the first semester we’re not using a 
careen capture system. I would say that’s positive. It had been awhile since I used 
VoiceThread since 2015. As a result we got faculty training and we’ll now use it. 
When asked if the course allowed for a free flow of ideas and artifacts, Student Five 
mentioned a positive impact on her work at the research site, 
I appreciated the tools introduced in the course. Especially with the kind of work I 
do as an instructional designer. Listly was the biggest component to allow us to 
share. I did appreciate that versus the discussion board. You can see everything in 
one shot and choose what you want to look at and go deeper into it. Versus 
discussion board where you gotta [sic] click, then read the person’s [discussion 
post] before you really want to engage with the content. 
 
Student Three described a desire to have one of the third-party applications used in the 
creative leaders permanently placed into the LMS, 
And Listly was helpful. I think having those there would be helpful. I think what 
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happens is if there was something in BB that creates a reference list or annotated 
bibliography list would be more helpful than just providing links [sic].   
Theme Two: Instructional Design. Instructional design, for the purpose of this 
study, is the systematic development of instructional specifications using design, 
technology, and learning models. Instructional design aides in the development of high-
quality courses through a methodical approach to program and course design. The 
researcher utilized an instructional design approach for the development of the Creative 
Leaders Course. Social Constructivist learning theory was used in conjunction with the 
connectivist technology framework in the design and development of the course.  
Within the instructional design theme, the sub themes of autonomy and structure 
emerged. Autonomy, in the context of this study, refers to the learners’ decision-making 
process about what content to promote to course participants. Structure, in the context of 
this study, refers to the course requirements documentation. When coding data within the 
sub-theme of autonomy, comments such as “forget,” “instructor presence,”  “independent 
learner,” “student-driven,” and “create” were included. When coding data within the sub-
theme of structure, comments such as “prompting,” “requirements,” “more guidance,” 
and “timelines” were included. Table 4.4 illustrates the two instructional design sub-
themes and matching identifiers.  
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Table 4.4: Instructional Design Sub-Themes and Matching Identifiers 
Autonomy Structure 
Forget Prompting 
Instructor presence Requirements 
Independent learner Guidance 
Student-driven Timelines 
Create  
 
Instructional Design Sub-theme: Autonomy. Participants in this study described 
their experiences with autonomy in the Creative Leaders Course. When asked about the 
inclusion of autonomy in the course design for improving participant knowledge in the 
field of creativity and innovation, Student Three noted the benefits to making 
independent choices: “I think what happens is going out looking for your choices [sic] of 
artifacts is very helpful and others searching for their artifacts is helpful instead of you 
prescribing these are the theories. So I think that’s helpful.” Student Six, when asked 
about autonomy and knowledge, confirmed that the Creative Leaders Course did improve 
the ability to function as an independent learner, 
Yes I think it did, because I had to rely more on myself throughout the course. I 
mean we came together when we were sharing through Voice Thread, but since it 
was all individual, we were more responsible for what we needed to do in the 
course, so I think it did. 
 
When asked about autonomy, other participants agreed their preferences lean toward 
independent learning. When asked about the importance of autonomy, student Four 
reflected on the effectiveness of working independently, 
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Yeah, I think being Autonomous is really important regardless of the field you’re 
in. And the way the course was structured kind of allowed us to explore things at 
our own pace and decide what we took away from each of the resources. It wasn’t 
that you were honing in on very, very specific questions. We were reflecting on 
what we took away from them [the resources]. So that does enable the learner to 
more effectively take away how its relevant to them, how they apply it to their 
own lives, rather than guiding them down a really specific path to get the answer 
that you [the instructor] want. I actually felt that was a really good element of the 
class.  
Student Seven conceded that it was a struggle to determine how to make contributions in 
the self-directed model, 
That [self-direction] was kind of a pain point for me. I understand what the 
purpose was to encourage creativity, so it really was effective in having me stop 
and think about what creativity is. I think when it came to participating and 
offering things that were creative, that was more of a struggle for me to figure out 
what exactly it was, and how I was supposed to contribute. 
Student Four reflected on the concept of instructor presence in the course by discussing 
the importance of student-led conversations,  
Obviously you want it to be a student-led discussion, so you so [sic] there wasn’t 
much interjection from you [the instructor]. I don’t even remember if you were 
commenting and that’s fine because it was suppose [sic] to be student led and 
student-driven. And if you were recapping those ideas you were doing so in an 
announcement, which is the same best practice I suggest to all my instructors. So I 
think it was along the lines of what we expect from instructors and I think it was 
an appropriate amount.  
 
Student Six outlined why the instructor presence in this course was more minimal than 
traditional courses she experienced in the past. Student Six agreed that even though the 
presence is minimal compared to other courses, the design still suited her needs, 
The instructor presence was there, but it was more minimal than other courses 
because I guess there wasn’t presentations, or discussion board presentations or 
things like that. For me that works because there was enough instruction for me to 
go off and do my own thing. I knew if I had a question someone would respond 
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back to me if I send an email. So that was fine with the instructor presence. I 
didn’t think it was too much or too little.  
 
Other participants described a desire to have the course be more of a traditional 
instructor-led model. Student Two forwarded recommendations for adding in more 
instructor interaction, 
I would have liked to see more. I think you were in there as a learner. And I know 
you posted announcements and different info about new information, or added to 
something. That was fine. But in an online course I have a; [sic] for me instructor 
presence is very important. I would have liked facilitation of the discussion to get 
more people involved. That’s what I would say. 
 
Student One, when asked to describe the course’s student-driven model, outlined a 
suggestion to keep participants coming back to the course; using an instructor-led model, 
I only remembered to go into the course when the instructor reminded me, so it 
was kind of instructor-led in that regard to be perfectly honest. I kept forgetting 
about the course because we are all doing 1000 things. Then I would see that 
email and say oh my god I need to go into that course. There is something to be 
said for being instructor-led and deadline-driven because that always draws you 
back to the course. 
Instructional design sub-theme: structure. Participants were asked to describe 
their experience with the course instructions and guidance in the Creative Leaders 
Course. The terms instructor, guidance, and requirements were often mentioned 
throughout the asynchronous focus groups’ discussions. Student Two told of the 
experience working through tasks during the course, 
I like more guidance and one thing I do for my faculty is write instructions for 
learning activities, because I never want the students to have to figure it out how 
to do it. The issue is, in this case, getting the artifact, posting it, and discussion it 
[sic]. For me I would need more instruction. I’m looking at one in Week 2. The 
directions are very clear to me because I used VT before, but if someone had 
never used VT before it’s not necessarily that easy. So having I guess people 
could go to the Tech Support Tab, but because I knew it was fine [sic]. But with 
Listly I didn’t have enough because I had never used that before.  
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Answering the same question, Student Five noted a desire for discussion board 
requirements: “It would have been nice to have a requirement to respond to other 
people’s post. There were times I would have liked to have a response.” Student One 
answered the same question by explaining a lack of requirements led to not watching any 
of the course videos, 
Yeah, I think as far as structure goes [pause] I’d put out my VT, but I didn’t 
watch other peoples’ voice thread. Without a requirement to watch other student 
videos I didn’t watch anything. I was comfortable with stating my opinion 
without citing because it was more based on reflection of videos so I didn’t need 
to research the grounding of my reflection.  
When asked about course instructions, student one mentioned difficulty in completing a 
task because of a lack of assignment details, 
Yes. There was one piece I never interacted with because I wasn’t sure [sic]. I got 
it’s a mind mapping/concept mapping tool, but I wasn’t sure what was supposed 
to go in there. I needed to be prompted more. Other than that, I thought the videos 
and activities were great. 
When asked about instructor guidance and course structure, Student Six described the 
Creative Leaders Course as having an adequate level of guidance and structure, 
I thought there was enough guidance because there were enough activities each 
week where you were instructed to go out and do these on your own and report 
back to the course. So I didn’t think about it, but maybe that’s because I’m used to 
online courses. Maybe if you never took one before maybe [sic] you’d want the 
instructor to be more involved, but I didn’t think that’s the case.  
Student Five agreed there was enough structure to the course: “There was enough 
structure to the course. I was fine with the way the course was designed in terms of 
structure.”  
When asked about course structure, Student Three described the experience as “free-
wheeling” and commented that the course needed openness to overcome the lack of 
guidance, 
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Yeah, I think it was fine. I think by you providing illustration of that [the activity], 
it made it free-wheeling. I think the classmates structured the way it could go. I 
think whoever posts first set the tone, maybe. But what happens is if you skip 
what other people post and just go on your own I think that would be fine. If you 
needed guidance by not having it so structured and not having those criteria it’s 
helpful to have more openness, like open source innovation.  
Student Three went on to reflect further on course structure by stating that having 
requirements would have made the situation more task-oriented, which can result in less 
participation, 
I think having requirements would have made it more task-oriented. I think 
people would have posted just to get something up instead of drilling down on it. 
It maybe would have gotten less participation because it wouldn’t have been as 
enjoyable because people would have needed to think about that and people 
would have wanted clarifications on things. So I think that would be a challenge. 
This was much more passive in nature. To get to the next level it would have been 
harder for people. You would have needed at least 15-20 minutes and then by the 
time you do, someone else I think takes too much more time.  
Theme Three: Personal and Professional Impact. Personal and professional 
impact, for the purpose of this study, is the potential and real influence on the 
participants’ work and personal life. The course content and activities were designed 
around exploration, sharing creative concepts, and pushing forward personal opinions 
through reflection to other participants. The activities and content continually led back to 
reflecting on work and personal life in order to foster individualized learning. 
Within the personal and professional impact theme, the sub -themes of 
‘application’ and ‘diverse thinking’ emerged. Application, in the context of this study, 
refers to the participants’ use of course concepts in personal and professional settings. 
Diverse thinking, in the context of this study, refers to the integration of course models 
and ideas into the participant’s decision-making process—whether consciously or 
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unconsciously. When coding data within the sub-theme of ‘application’, comments such 
as “stuck,” “aligned,” “reference,” “value,” and “attention” were included. When coding 
data within the sub-theme of diverse thinking, comments such as “new perspective,” 
“insight,” “differently,” “refreshing,” “point of view,” “outside the box,” and “seed” were 
prevalent.   
Table 4.5 illustrates the two personal and professional impact sub-themes and 
matching identifiers.  
Table 4.5: Personal and Professional Impact Sub-Themes and Matching Identifiers 
Application Diverse Thinking 
Stuck New perspective 
Aligned Insight 
Reference Differently 
Value Refreshing 
Attention Point of view 
 Outside the box 
 Seed 
 
Personal and Professional Impact Sub-theme: Application. Participants in the 
Creative Leaders Course described their experiences with applying key concepts and 
thinking from the course into their personal and professional lives. When asked about 
experiences learning about, designing, producing, and refining an innovation plan, 
Student Seven discussed a seed planted in her mind with the ability to apply the concepts 
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on an as-needed basis, 
More recently, I’ve been like oh I can use that [the creativity and innovation 
model]. So I don’t know if it was something specific in the course, or it was this 
exercise of thinking creativity and innovatively and outside the box and applying 
it somewhere else. So I think I did apply it later. It was kinda [sic] a seed that was 
planted and I didn’t touch it for a while and then I applied it to something else 
later. I thought it was really interesting. It was cool to be exposed to different 
technologies and see and have an opportunity to think about those concepts in a 
different way, which I would never do on my own.  
 
When asked about gaining a “fresh perspective,” Student Two described the experience 
of reconnecting with a video from the past,  
Because I went through everything in the course and I don’t know everything, I 
thought the artifacts others put up in the course were very interesting. You know, 
it was a new perspective. It’s not something that blew me away, but it’s always 
nice to see an example of how something is done differently. For example, there 
was a thing with united airlines I thought that I remembered that commercial from 
a long time ago. It was like a refreshing of something that I saw a long time ago 
but it looks different because years have gone by since then. Looking at it from 
[pause] they use line sketches and it reminded me of common craft so that just 
stimulated some ideas about things and as a result the COOP we have right now I 
have him doing things with info graphics and I wouldn’t have thought of that 
necessarily and some of the things in this class made me think of projects for him.  
Feedback from other participants resulted in a number of positive statements about going 
through the course’s creativity and innovation framework, which consisted of a focus on 
the four quadrants of creativity, innovation, entrepreneurship, and systems thinking. 
Student Five recalled how seeing the Disney Model allowed for a new perspective, 
I really liked the resource about the way Disney works that [sic] they have four 
different rooms and each room focused on the process of creativity. Sometimes 
you get stuck in the dreaming phase and you never get to the implementation 
phase. Or, you move too quickly. So it helped to see another organization how 
they managed creativity and I thought that was good.  
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Student Six mentioned the Disney Model as a good take-away from the Creative Leaders 
Course, 
There’s certain things that stuck with me after the course. The water video was 
personal; I guess I can apply it to work too. That was probably my favorite video. 
The article about Disney is about not throwing ideas out right away, I try to 
follow that.  
 
When asked about the application of the course knowledge to the professional setting, 
Student Three mentioned sharing links from the Creative Leaders Course in a for-credit 
innovation course: “I shared some of the links materials in my other innovation course. 
Because there were some nice ideas that aligned with some of the innovations I was 
thinking of.” When asked the same question about application, Student One described 
using the course model to teach at the research site, 
No, but I do think I subconsciously reference it now when I’m teaching my 
XXXX course. Because I’ll say you need to build a base of knowledge first with 
teaching, and then to get to that ah-ha moment. It’s not a spontaneous thing. 
There’s a process of knowledge creation and building and community 
engagement that happens first. That usually happens first.  
When asked about their experience working through the innovation plan over six weeks, 
Student Four described a different level of confidence in their approach to ideation, 
I definitely don’t use the process as much as I should. I’m aware of the ideas now 
that I’m confident in trying it. I’m constantly thinking of new things, especially 
with the change in my workflow that’s coming up. I’ll literally be able to sit down 
with my white board behind me and sketch out those ideas using those innovative 
tools and processes that I learned in the course, and actually put them into action. 
Because there is some of that, I don’t want to call them half-baked, but I have 
such a great idea everyone’s all in favor of it, but when it comes to logistics with 
time or resource-wise, things fall through. The liability of people falling into the 
project, myself included, because you get busy [sic]. Sometimes things don’t go 
as well as they could, but the spark was there. And with time to do some more 
insightful thinking, resource thinking, sharing ideas integrating all that stuff 
together I think I can really make use of what I learn in the class and do some 
really cool stuff. 
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Personal and Professional Impact Sub-theme: Diverse Thinking. Participants in 
the Creative Leaders Course described their experiences with diverse thinking. Student 
Seven described how the course allowed for different thinking, 
I think it planted a seed about thinking creatively and thinking differently. 
Sometimes I feel like I absorb information and then it sits in the back of my 
subconscious somewhere. And I don’t touch it for a while and then it comes back 
when I need it. 
 
When asked about gaining a “fresh perspective” from the course content, Student Four 
reflected on the experience of coming to the conclusion that anyone can be 
entrepreneurial, 
I always tied entrepreneurship to business because there’s not such a large overlap 
in a Venn diagram of what knowledge is necessary to succeed. You can be 
entrepreneurial without being business-oriented. And I think that was the biggest 
insight I took away from that category. I never considered myself an entrepreneur, 
but a lot of the thoughts and ideas I had, after I put two and two together with 
artifacts that were shared in the class, I was like hey a lot of the thinking I do is 
entrepreneurial. I’m not making money off it, which kinda [sic] stinks, but I’m 
coming up with ideas that are innovative. I’m coming up with processes, which 
are making things more streamlined, or better, or just out-of-the-box. 
 
When asked the same question, student one discussed how her knowledge of creativity 
and innovation has broadened, 
I think it broadened my knowledge on the subject. And I liked the part of the 
course that wasn’t just about knowledge-building; it was more about the after the 
ah-ha moment. I thought that was very good. You often see that in meetings is 
when a person comes with a really good idea, but then they get overshadowed 
because they don’t have anyone marketing. 
Student Four explained the value of seeing something new in a professional development 
course, 
I was definitely more open to listening to other people’s opinions on certain 
topics. You know you get stuck in your ways on certain topics. Other things that 
people express aren’t going to sway you, but systems thinking really, really 
interested me. I took a lot away from that, I wanted to learn as much as possible 
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from that. And I wanted to learn as much as possible from whoever pulled 
artifacts or spoke out on that I was sure to pay extra attention [sic]. That was the 
topic I had the least ideas about or experience with. So that one really appealed to 
me, and trying to get any thoughts anyone was sharing from their point of view. 
That was probably the most interesting part of the course, to me. I found value in 
it because I didn’t know what it was, and then I found immediate value once I 
found out about it.  
Student Five also referenced systems thinking as a new perspective, 
 
I did not have any training on creativity and innovation. I think it’s a new 
perspective because I had never taken a course on creativity. Especially when the 
course was talking about systems thinking—especially the videos on systems 
thinking. 
Artifacts 
Creative Leaders Course Artifact Data. Participants in Weeks 2-5 were asked 
to define the concepts of creativity, innovation, entrepreneurship, and systems thinking 
by exploring artifacts on the Internet and sharing those artifacts with the course 
community. The objective of this activity was to allow course participants to generate 
their own understanding of the critical course concepts through the exploration, vetting, 
and sharing of Internet artifacts. Table 4.6 below shows the total amount of artifacts 
posted in the course, and how they fit into the asynchronous focus group data’s 
subcategories. Data in the table shows that participants in the course were focused 
heavily on sharing artifacts centered on the concept of diverse, or divergent thinking. A 
divergent thinker is searching for options instead of choosing among predetermined ones 
(Bernhard, 2013). 
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Table 4.6: Course Artifacts Posted by Participants 
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 In addition to articles, videos, podcasts, and infographics, course participants were 
asked to build a creativity and innovation wheel, which invited individuals to identify 
what aspects of the work environment need to be considered when making a decision to 
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put a new idea forward. Figure 4.2 below showcases this activity.   
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Figure 4.2: Creativity and Innovation Wheel Activity 
Participants were asked to define creativity, innovation, entrepreneurship, and 
systems thinking, through an activity called “playing the word game.” The raw data from 
this exercise was placed into Nvivo software to create a “word cloud” graphic. This 
allowed the researcher to visualize themes coming from the definitions. Data from this 
activity can be found in Figure 4.3 below.  
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Figure 4.3: Word Cloud 
Observation 
Creative Leaders Course observation data. Participants in the Creative Leaders 
Course spent six weeks learning about creativity, innovation, systems thinking, and 
entrepreneurship. Observation in an online course, for the purposes of this study, 
consisted of observing the amount of course logins, the volume of artifact posting, and 
the process of reflection. Table 4.7 shows a listing of observable actions with the 
corresponding data. 
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Table 4.7: Course Observation 
Participant Logins Artifacts Reflections Creativity 
Wheel  
Hunches/Ideas  
Student 1 35 4 4 1 3 
Student 2 8 3 5 1  
Student 3 39 4 3 1 2 
Student 4 13 5 5 1 1 
Student 5 28 2 2 1 3 
Student 6 10 3 4 1  
Student 7 21 5 4 1 2 
 
Results and Interpretations 
This case study was designed to explore the student experience of university 
faculty and staff participating in a connectivist Human Resources (HR) professional 
development course. The course’s content was centered on creativity and innovation. 
Seven faculty and staff participated in the six-weeks’ course. Data collection included 
focus groups, artifacts, and observation.   
Data collection occurred in the first half of 2017. Focus groups utilizing an 
asynchronous discussion format were conducted and recorded using a mobile application. 
Audio was uploaded to the transcription service. Analysis of the Creative Leaders Course 
data was coded by hand. In addition, the researcher used Nvivo software to create visual 
representations of the data. Artifacts were generated during the six-weeks’ course and 
stored to a secure server. 
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To gain a deeper understanding of the impact the Creative Leaders Course had on 
the participants, the collected data was reviewed from a holistic viewpoint. Figure 4.4 
illustrates the researcher’s conceptual model showcasing the interconnectedness between 
the three themes of technology, instructional design, and personal and professional 
impact found in the asynchronous focus group data.  
 
 
Figure 4.4: Creative Leaders Course conceptual model of asynchronous focus group data 
themes  
 This study presented two qualitative research questions designed to identify the 
student experience in a connectivist professional development course. 
Answers to the two research questions were organized by the themes of technology, 
instructional design, and personal and professional impact found in the asynchronous 
focus group data. The summary of this chapter brings together important information 
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taken from each of the themes, as each provided value contributions in describing the 
participant experience. 
Results 
Research question 1: How do professionals at an urban university describe their 
experience in a creativity and innovation staff development course utilizing connectivist 
course principles (autonomy, connectedness, diversity, and openness)? 
 Theme One: Technology. Participants in the Creative Leaders Course described 
their experiences with Thirdparty technology applications as useful for their professional 
careers. Participants planned to use, or to investigate further, the technologies utilized in 
the course. Primarily, the technology applications will be applied to online course design 
and development. At the research site, the integration of new technology into the 
coursework has the potential to enhance the student experience. 
Course participants seek a seamless technology experience. Participants require 
the full integration of technology tools with the learning management system, which in 
this case study was Blackboard. Frustration with Third-party account creation, external 
portals, and overall navigation was a pain-point for course participants, which caused 
some students to do a work-around. Similar findings revealed that students will choose 
alternative technology methods for completing work (Cowan, Neil, & Winter, 2013) and 
participants will chose the most basic methods for classroom communication (Fini, 
2009). In addition to technology frustrations, the documentation on using the technology 
tools was not adequate for individuals who were new to the applications. Kop, Fournier, 
and Mak (2011) found when individuals are technically confident, they are willing to 
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create artifacts. One individual in the Creative Leaders Course failed to create an artifact 
due to what they deemed an issue of confidence.   
Theme Two: Instructional design. Vital to adult learners is the concept of 
autonomy. Knowles’s Theory of Andragogy (1966), as described in Chapter 2, identifies 
the critical nature of the adult self-concept, which aligns with the concept of self-directed 
learning. Creative leader course participants improved their ability to function as 
independent learners throughout the course. This independent learning framework 
allowed for exploration, decision-making, and for participants to determine key “take-
aways,” which was a positive feature of the course. Participants recognized the efficacy 
of not focusing on citations and research, but more on popular culture, opinions, and 
reflections.  
 The course provided participants with an adequate level of instructions for each 
activity. However, participants did report wanting more than the minimum for technology 
documentation. In terms of course requirements, participants wanted an expansion of the 
course requirements. For example, participants needed a more rigorous set of criteria for 
peer-to-peer discussion, such as a rubric. Participants did not fully engage in all aspects 
of the course due to a lack of course requirements. There is a perception among the 
participants that additional requirements would have fostered deeper conversations and 
artifact posting. Study findings by Mackness, Mak, & Williams (2010) revealed that a 
defined instructor intervention policy might be necessary in connectivist-based courses—
even though networked, open learning relies heavily on autonomy. Young’s (2006) study 
found course instructors should be providing students encouragement, feedback, and 
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motivational techniques even in courses and programs developed with autonomy as a key 
fundamental.  
Participants recognized the course instructor was acting as a course facilitator and 
participant, and therefore adjusted their viewpoint on the role of the instructor in the 
course. This instructional design strategy of the instructor acting as a facilitator aligns 
with moving from a 20th to 21st Century classroom model, as defined in Chapter 1, Table 
1.1. The course design, which used the connectivist framework, allowed students to set 
the course’s tone and direction. 
Theme Three: Personal and professional impact. Participants in the course 
gained a “fresh perspective” on creativity and innovation, which they applied to their 
personal and professional experiences. Participants were now aware of models and 
methods used in many top organizations around the world; their toolkits expanded. 
Participants who had not already used the new knowledge in their workplace setting, 
expected to utilize the course content in the near future. 
The models, ideas, and hunches has been directly applied in the workplace 
setting. Artifacts have been shared with members outside of the course in professional 
settings, which included co-workers, faculty, and students. The Creative Leaders Course 
had a direct impact on new project starts and workplace discussion. Participant 
confidence in applying the course information has increased. For example, course 
participants’ teaching and designing courses at the research site have integrated the 
Creative Leaders Course features into their pedagogical strategies.   
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Research Question 2: How do professionals at an urban university practice 
creativity and innovation as a result of a staff development course utilizing connectivist 
course principles (autonomy, connectedness, diversity, and openness)? 
Theme One: Technology: Participants in the Creative Leaders Course are 
expected to incorporate new technology into their professional settings. After completing 
the course, participants were more aware of student preferences on the effective levels of 
instructional directions and systems integration. In addition, involvement in the course 
fostered an understanding of the importance of a seamless technology experience. 
Participants, with this knowledge, can look to build frameworks that reach higher levels 
of student satisfaction, adding to a movement of individuals looking to evolve the 
technical experiences in courses and programs (deWaard et al., 2011). In addition to 
requiring a stronger systems integration model, the proper level of instructional directions 
was identified and defined by the participants. This served to expand the participants’ 
thinking on student preferences, which is a critical prerequisite for adult online learning 
success (Ke, 2010).  
Theme Two: Instructional design. Participants from the Creative Leaders 
Course are using new instructional techniques in course development and teaching. For 
example, participants are rethinking the strategies around knowledge-building within 
online communities. As one participant stated: “It takes more to get to an “ah-ha” 
moment that just spontaneity.” In addition to instructional techniques, participants 
identified better practices for student-to-student communication and aggregating content. 
Four participants mentioned during the asynchronous focus group discussions, that they 
would take these strategies into account in their professional settings.  
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Theme three: personal and professional impact. Participants from the Creative 
Leaders Course currently practice the creativity and innovation techniques promoted in 
the course. The impact of new knowledge will allow for the advancement of new 
strategies in online teaching and learning at the research site. Three individuals gained 
confidence from practicing new techniques during the course. This confidence led to the 
promotion of ideas in the workplace. The self-directed nature of the course assisted in 
building participant confidence. Nefdt, Koegel, Singer, and Gerber (2010) found the 
introduction of self-directed learning materials into coursework increased participant 
confidence. In this study the researchers concluded that self-directed learning does 
increase confidence. The increase in the Creative Leaders Course participants’ 
confidence levels will positively impact their workplace setting.  
Interpretations 
Spending time in the course and conducting focus groups utilizing an 
asynchronous discussion format with course participants allowed the researcher to 
develop a deep understanding of the participants’ experience in taking a connectivist 
professional development course. Over the course of approximately six months of 
collecting and reviewing data, the researcher identified technology, instructional design, 
and personal and professional impact as the key themes emerging from the Creative 
Leaders Course. Rich descriptions of the three themes were identified throughout the 
asynchronous focus group transcripts. 
A deeper examination of the three themes provided the researcher new insights on 
the effects of course participation. This insight looks to address this study’s problem 
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statement, which sought to describe the participant experience in a technology-driven 
model (connectivism). The following section describes the researcher’s interpretations of 
the study’s findings.  
Changes to course design and pedagogy strategies. The course had a major 
impact on participants in the areas of course design and teaching. It is important to 
mention that the composition of the participants in the study consisted of individuals 
working in careers that require their participation in course design, technology, and 
teaching strategies; careers such as instructional designer, instructional technologist, 
instructional coordinator, adjunct faculty, and full-time faculty. This impact was felt 
across individuals who were teaching, or preparing to teach, within six months of the 
course end-date. Evidence of the impact on teaching is seen in comments made by 
Student One when asked about sharing innovation-related artifacts with others, 
I do think I subconsciously reference it [Creative Leaders Course models] now 
when I’m teaching my XXXX course. Because I’ll say you need to build a base of 
knowledge first with teaching, and then to get to that ah-ha moment. It’s not a 
spontaneous thing. There’s a process of knowledge creation and building and 
community engagement that happens first. That usually happens first. 
 
Teaching philosophies on how learners gain new knowledge were altered to include more 
of an exploratory approach, focused on both independent learning and communities of 
learners. 
Course participants will be more cognizant in their professional work, of the 
impact instructional directions have on the exploratory nature of adult learners, who 
value independent learning and decision-making. Participants will look to apply lessons 
learned, as evidenced in the course design theme, into their respective colleges and 
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schools. Participants will have the opportunity, due to the collaborative nature of 
university employment, to share new thoughts or findings with their colleagues during 
department, instructional design, and curriculum development meetings. This potential 
dissemination of information has the opportunity to impact program and course design 
throughout the research site by “word of mouth” between faculty and staff. When asked 
to describe aspects of the course that were helpful, one participant pointed to sharing with 
a coworker: “I did share some (two) of the thoughts and artifacts with my coworker.” 
The use of emerging technologies. Creative Leaders Course participants 
benefited from the use of third-party applications during learning activities. Participants 
felt the technologies strengthened the learning environment, Blackboard. The learning 
management system provided the core elements for the classroom, such as login, 
announcements, and webpages, while the third-party applications facilitated robust 
interaction. Products such as Listly, Voicethread, and Mindmeister were recognized as 
improving the participant experience. Participants left the course with the mindset of 
looking to add new technologies to support their pedagogical approach in their 
coursework.  
With new technology come inherent challenges. One strategy the researcher used 
for this course was to compare and contrast the use of third-party applications fully 
integrated into Blackboard (Voicethread) against a person requiring logins (Listly). 
Course participants voiced strong negative opinions about setting up accounts with third-
party applications. Student Seven mentioned the drawbacks when discussing the course’s 
use of technology, 
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Thinking about giving my info to a third party company—I was not that interested 
in that. I try not to do that when I can help it just to cut down on information I 
guess – spam and such. I would expect the university for training to seamlessly 
integrate the technology so I don’t know I’m on a third party app (sic). 
The student experience with technology was not seamless enough for program 
participants. With this in mind, the research site needs to be aware of the administrative 
challenges included in supporting third-party application efforts. The effort to make 
technology seamless in online learning situations requires robust resources. Training, 
computer programming, and administrative meetings are all included in the human 
capital requirements needed to foster a robust learning environment.  
A positive professional development experience. Participants in the Creative 
Leaders Course advanced professionally from the content and engagement opportunities 
in the course. Over the six-week period, participants self-selected the content areas of 
most interest to them personally and professionally, spending more time in those areas. 
Unlike the sexual harassment training and Title XI online courses offered at the research 
site, which are presented with pre-selected content, the Creative Leaders Course 
framework of exploring and sharing was considered an effective change. Participants 
recognized the efficacy of self-directed learning, exploration, decision-making, and 
frequent reflection. Student Four described the value of decision-making and reflection: 
And the way the course was structured kind of allowed us to explore things at our 
own pace and decide what we took away from each of the resources. We were 
reflecting on what we took away from them [the resources]. So that does enable 
the learner to more effectively take away how it’s relevant to them, how they 
apply it to their own lives, rather than guiding them down a really specific path to 
get the answer that you [the instructor] want. I actually felt that was a really good 
element of the class. 
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The role of the instructor (Instructor presence). The role of the instructor took 
a different form than traditional online course offerings. In the Creative Leaders Course 
the instructor was a facilitator and course participant. Course participants were able to 
recognize the unique strategy from the onset of the course. Four out of seven participants 
had a positive view of the instructor as a participant. Student five commented: “I felt like 
you were [present]. I felt like you were modeling and encouraging.” Student three 
provided additional evidence of the model working: “For me that works because there 
was enough instruction for me to go off and do my own thing.” 
Autonomy (Self-directed learning). The self-directed learning present in 
connectivist course models was a preference for adult learners in the Creative Leaders 
Course. Brief introductory information was presented to the participants at the start of 
each week. The loose framework put the onus on course participants to create meaning 
out of terms and situations using their prior life experiences. The participants in this 
course had high digital literacy skills due to their educational levels, careers, and life 
experiences. This played a significant factor in their success during the course. For 
example, the lowest educational achievement level was an earned masters degree.  
Interconnectedness of themes. There are strong connections between the themes 
in this study. Autonomy, or self-directed learning, can only take place in an online course 
if the curriculum developers are focused during the instructional design and teaching and 
learning process. During this process, the amount of instructor presence must be defined 
in a manner that allows for student discovery. Technology assists in the discovery 
process, and is obviously a requirement to run an online course. To make the learning 
fluid and engaging, the proper technology tools must be vetted and utilized. To build a 
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community of learners, course developers must review third-party applications to 
evaluate their efficacy in the curation of resources. If the curriculum design is matched 
with effective and efficient technology solutions, learners participating in professional 
development programming will experience a direct impact on their professional work.  
Summary 
 Analysis of the collected data shows authentic connections between the three 
themes identified in this study. Therefore, the themes cannot be reviewed in isolation 
because of their shared impact on the Creative Leaders Course. The conceptual 
framework, pictured in Figure 1.4, shows how a professional development course 
focusing on a solid instructional design process can align to advance technology. This 
alignment has the ability to produce learner outcomes impacting their work and 
professional settings.  
 The focus on instructional design was a key component in fostering a connectivist 
framework in the Creative Leaders Course. The Connectivist Model, when applied 
appropriately, has the ability to create a learning situation that allows for self-directed 
learning, discovery, and reflection to occur. The use of directions and instructor presence 
stand out as two key focuses in the design process.  
 The technology used in the course had a distinct impact on the teaching and 
learning process. Participants preferred using tools built into the learning management 
system, but appreciated the use of outside emerging technologies during the course. 
Course participants had a real interest in including these third-party technologies into 
their work at the university.   
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The Creative Leaders Course had both a personal and professional impact on the 
participants’ mindset around creativity and innovation. Confidence in implementing 
creativity and innovation in the workplace was improved over the six-week period. The 
course artifacts led to the usage of new models in the workplace today. Personal thinking 
on moving from hunches to ideas to innovation has become structured due to 
participation in the course’s creativity and innovation process. Overall, participants 
positively benefited from the Creative Leaders Course. The next chapter will describe the 
researcher’s conclusions and recommendations for future research based on the findings, 
results, and interpretations presented in this chapter. 
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Chapter 5: Conclusions and Recommendations 
Introduction 
The purpose of this case study was to investigate a technology-enhanced approach 
for 21st Century human resources (HR) faculty and staff professional development 
programming at an urban university in the Northeast. This chapter provides an overview 
of the purpose of this study, the methodologies used, conclusions drawn from the study, 
recommendations for the research site, and recommendations for continued research on 
the use of the Connectivist Model in faculty and staff professional development.   
Overview of the study 
Tschofen and Mackness (2012) call connectivism a pedagogical framework for 
the digital age, where networked learning is meaningful and practiced by 21st Century 
learners. This study focused on the use of a connectivist framework to design, develop, 
and facilitate a creativity and innovation professional development course titled Creative 
Leaders Course. More specifically, the researcher investigated Downes’s (2005) 
characteristics of a connectivist course (autonomy, connectedness, diversity, and 
openness), which, as mentioned in chapter one, align with adult learning theories and the 
descriptions of classrooms of the 21st Century.  
The connectivist framework allowed the researcher to put into place a curriculum 
centered on exploration and reflection. For example, through a focus on autonomy, 
course participants explored artifacts throughout the Internet to inform their 
understanding of key concepts. This exploration allowed course participants to apply 
their perspective to the definitions and concepts of creativity, innovation, 
FACULTY AND STAFF DEVELOPMENT  112 
112	
	
entrepreneurship, and systems thinking. In addition, the concept of openness provided a 
platform for course participants to share their reflective findings with the course. Overall, 
the activities centered on the connectivist framework aided the teaching and learning 
process.  
Research shows that students show a positive response to courses and programs 
containing autonomous learning activities (Barnett, McPherson, & Sandieson, 2013). 
This makes digital literacy a significant factor (Kopp, 2011) in the success of students 
taking online courses and programs. When students feel a lack of confidence, they will 
take alternative measures to complete assignments (Fini, 2009). Therefore, it is critical to 
understand the learners’ experiences in technology-enhanced learning to recognize 
whether they can be successful in a connectivist-based course.  
A qualitative case study design was used in this study to explore the participant 
experience during a H.R. faculty and staff professional development course grounded in a 
connectivist-based framework. At the conclusion of the course, the researcher conducted 
focus groups utilizing an asynchronous discussion format with seven course participants. 
During these discussions, the research protocol (Appendix A) was used to explore the 
participant experience in the Creative Leaders Course. The transcriptions were coded 
using the Constant Comparative Method (Strauss & Corbin, 1990) to identify key themes 
from the participant data. There were three common themes within the participants’ 
discussion transcripts. Those themes were: technology, instructional design, and personal 
and professional impact, as shown in Figure 5.1 below.  
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Figure 5.1: Creative Leaders Course conceptual model of asynchronous focus group data 
themes 
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Conclusions 
This research study was able to answer the following two research questions: 
1. How do professionals at an urban university describe their experience in a 
creativity and innovation staff development course utilizing connectivist course 
principles (autonomy, connectedness, diversity, and openness)? 
2. How do professionals at an urban university practice creativity and innovation as 
a result of a staff development course utilizing connectivist course principles 
(autonomy, connectedness, diversity, and openness)? 
Through the asynchronous focus group discussions, course participants provided the 
researcher an in-depth understanding of their experiences in a connectivist-based course. 
Participants in the course appreciated a model based on self-directed learning 
(Autonomy), which supported the researcher’s assumptions. Individual exploration was a 
key design feature of the course, which was reported as being a highly valued activity. 
Participants noted that individual exploration allowed for the selection of artifacts based 
on their worldviews, which was noted as being a meaningful process. The self-directed 
activities that were designed using the connectivist framework were present in the course, 
and benefited the participants. 
Participants in the course did not feel a sense of being connected to each other. 
Without course requirements for student-to-student interaction, participants did not take 
the responsibility upon themselves to promote interactivity. The majority of participants 
reported none or little interaction between course participants. Participants who reported 
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wanting more interaction did not take it upon themselves to actively seek out interaction. 
Without firm requirements, few interactions occurred in the course. 
The artifacts and reflective activities provided diverse opinions around each of the 
four topics in the course (creativity, innovation, entrepreneurship, and systems thinking). 
The majority of participants were willing to post all six weeks, with some reporting 
difficulty in finding the time to create course artifacts. Overall, course participants during 
the asynchronous focus group discussions were able to recall and describe specific 
opinions and artifacts that affected their thinking in the workplace. Specific examples of 
change were cited in the transcripts, which is evidence of the impact artifact sharing and 
the sharing of reflections as a teaching and learning practice can have on the workplace. 
The course provided an open infrastructure to enable all participants to see the work 
of their peers. This openness fostered a significant movement in individual thinking. For 
example, reflection assignments were left open for everyone to see the recordings and 
writings. The platform to share artifacts was open to all course members. With all course 
information available to participants, the diversity of opinion was heightened, and 
therefore had a greater impact on participant outcomes. 
Course participants gained confidence to practice the techniques presented in the 
Creative Leaders Course. Participants recalled a number of case studies, including Disney 
and IDEO, that they will use in the future to share their creative ideas. Six course 
participants expected to use techniques and concepts from the course in the workplace 
setting. Therefore, the course had a positive impact on the workplace for professional 
faculty and staff.  
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Recommendations 
The recommendations section of this chapter is the conclusion of the researcher’s 
exploration into the utilization of a connectivist framework for a HR professional 
development course. The researcher entered into this study with the purpose of 
investigating a technology-enhanced approach for 21st Century human resources (HR) 
faculty and staff professional development programming at an urban university in the 
Northeast. The researcher concludes this study with the dissemination of a written artifact 
that combines both the literature and active learning that took place during the data 
collection and analysis process. 
The literature and research process inform the recommendations below. These 
recommendations are designed to inform HR professionals on the impact the 
Connectivist Model can have on professional development course design, development, 
and implementation. Faculty and staff participating in the teaching and learning process 
can also apply this information to their current practices.   
Recommendations for Human Resource Professionals 
 Recruiting a larger course enrollment number. This paper discussed the 
challenges associated with enrolling a large number of participants into a voluntary 
professional development course. Additional recruitment methods could be added to the 
communications planning of future courses. For example, the university has a newsletter 
containing articles and events. Additional recruitment techniques could aid in the 
connectivist-based approach in areas such as participant feedback, artifact posting, and 
group work.   
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 Adding extrinsic motivational factors. Human resources professionals could 
add extrinsic motivational factors to future courses. Techniques such as badging, 
certificates, and university recognitions could motivate individuals to higher levels of 
performance. In addition, human resource professionals could work on changing policy at 
the research site to include professional development requirements for faculty and staff. 
 Incorporating pre-assessments. Human resources professionals could 
incorporate course pre-assessments to understand participants’ knowledge base in 
technology and digital literacy. Pre-assessments could provide key insights into the 
support that participants need to be successful during future courses.  
 Integrating technical platforms. Human resources professionals could integrate 
third-party technical platforms into the learning management system (LMS). By working 
directly with companies and the office of information technology, human resources 
professionals could create a seamless technology experience for future course 
participants.  
 Creating space for participants. Human resources professionals could speak 
directly with managers to ensure professional development courses are a priority. 
Managers could adjust employee workload to provide the space needed to focus on 
meaningful professional development opportunities.  
 Designing self-directed and exploratory activities. Human resources 
professionals could work to enhance self-directed and exploratory learning activities and 
events. Creative Leaders Course participants recognized the value the two concepts bring 
to adult learning situations. Furthermore, a large body of academic research has 
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demonstrated the efficacy of self-directed learning in adult education experiences. The 
exploratory technique of allowing individuals to define definitions and reflect on key 
concepts before “expert” opinion is presented could be of great benefit to human resource 
professionals during the course design and development process.  
 Adding traditional techniques. Human resources professionals could 
incorporate some traditional online teaching and learning techniques. For example, 
providing minimal requirements for participant interactions in discussion areas could be 
valuable. In addition, the instructor as a course participant and role-model could add 
traditional feedback mechanisms such as providing “expert” feedback to reflection posts, 
updating individuals on their course progress, and strategically steering conversations in 
certain directions.  
Recommendations for Future Studies 
Expansion to other colleges and universities. The sample size of this case study 
was specific to one university in the Northeast. To generalize this research, future 
researchers could include multiple colleges and universities from across the United 
States. The inclusion of multiple locations could span different participant demographics 
and provide additional perspectives. In addition to demographics and perspectives, other 
colleges and universities will have different requirements for faculty and staff 
participation in professional development offerings. Therefore, it is possible that future 
researchers will have more participants and greater course participation during 
professional development programs. 
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Focus on the recruitment of faculty. Future research studies could separate 
faculty from staff. Faculty recruitment strategies tend to differ from that of staff. In order 
to generate enough interest in the research study from faculty, a rigorous marketing and 
communication plan can be generated, geared exclusively to their population. This 
strategy may allow for generalizable study results.  
 Following the participant experience into the workplace. To better understand 
how this study affected participants in the workplace, future researchers could follow 
individuals to observe the application of creativity and innovation theories and case 
studies in the workplace. This process would allow the researcher to make a direct 
correlation between participating in the coursework and application in the workplace.  
Technology Integration. Feedback from this study shows that participants wanted a 
seamless technology experience. Future researchers can work with information 
technology departments to fully integrate emerging technologies into the online 
classroom. The elimination of this impediment to learning can allow for researchers to 
focus more closely on other aspects of the course during focus group or interview 
sessions. 
Summary 
This research focused on a technology-enhanced approach (connectivism) for 21st 
Century human resources (HR) faculty and staff professional development programming 
at a university. HR professionals, as outlined in Chapter 1, have difficulty finding time to 
research and test new models that have the potential to address 21st Century learner wants 
and needs. As identified in Chapter Two of this study, research shows connectivism is a 
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model aligning with 21st Century classrooms and adult learning theories, making it a 
viable framework for the design, development, and facilitation of professional 
development programming.  
The researcher concluded that participants in the course enjoyed self-directed 
activities that were exploratory in nature. Participants used their worldviews to make 
sense of artifact sharing and reflection activities. Participants yearned for peer-to-peer 
communication, recognizing the value of having student posting response requirements 
present in the course. Participants did not have enough time in their work schedule to 
focus on the course. Lastly, participants want a seamless technology experience and 
enjoy openness with the assignment submissions.  
 The utilization of certain aspects of the connectivist framework for designing, 
developing, and facilitating a course, can move online classrooms into a 21st Century 
model, as shown in Chapter One, Table 1.1. Exploration and self-directed learning are 
two key concepts listed in the Connectivist Model, the 21st Century classrooms table, and 
adult education theories that showcased themselves in a positive way during this study. 
This study shows the clear link between connectivism and other important models of 
adult education. Participants in the Creative Leaders Course sought exploratory and self-
directed learning opportunities, which were available throughout the six weeks of 
coursework due to the utilization of the connectivist framework during the course design, 
development, and implementation processes.  
 HR professionals, instructional designers, and faculty and staff can utilize the 
connectivist framework to better align coursework with 21st Century classrooms and 
FACULTY AND STAFF DEVELOPMENT  121 
121	
	
adult teaching and learning theories. As mentioned throughout this chapter, this 
alignment will benefit students in online courses. Therefore, the researcher recommends 
that HR professionals review the connectivist framework as part of their course design 
process.  
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Appendix A 
Participant Focus Group Protocol 
Date: June 2nd, 2016 
Time: Noon – 12:45pm 
Location: School of Education Room 003 (Market Street) 
 
Participants:  
 
Facilitator: Joel Rodriguez 
Study Participants: 3-4 Students 
 
Archiving: 
 
The facilitator will be video recording sessions using host equipment. In addition, the 
facilitator will take notes in order to moderate the conversation. 
 
Research Method: 
 
The purpose of this method is to gather qualitative data in order to obtain participant 
perspectives on the key characteristics of the connectivist-based course (autonomy, 
connectedness, diversity, and openness). The researcher designed the focus group 
protocol. This protocol contains open-ended questions in a semi-structured format. This 
type of format allows the researcher the flexibility to bring up new questions based upon 
what transpires during the sessions. The researcher will record the session and take notes. 
Collected data will be entered NVivo software to identify codes and themes. 
 
 Participant Focus Group Script 
 
Good afternoon/evening. I want to thank you for your participation in this focus group. 
I’m Joel Rodriguez, a student in the Ed.D. program at School of Education. I will be 
moderating our discussion for the next hour. My research focus is centered on 
understanding your experience during the creative leaders program. The program was 
developed and facilitated using a model called connectivism, which is a technology-
enhanced pedagogical framework for 21st Century teaching and learning. Specifically, I 
am looking at the four characteristics of autonomy, connectedness, diversity, and 
openness. 
 
The purpose of this focus group is to discuss your perceptions of the Creative Leaders 
Course, which just concluded. 
 
I would like to make note that we are video recording this session, as was mentioned in 
the consent form signed at the start of the course. As the researcher, I will be the only 
person reviewing the video footage for research purposes. The footage will never be 
shared. 
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Before we begin, let me suggest a few things to make our discussion productive. Because 
we are recording, it is important that you speak up and that only one person speaks at a 
time. I don’t want to miss any of your comments.  
 
For this conversation, please only use first names. This will enhance the confidentiality of 
the focus group. None of the comments here will be associated with your name, which 
follows university IRB protocol, in research reporting. In addition, please do not repeat 
what was said when we leave this room. 
 
During this focus group I will ask you questions and listen to what you have to say. As 
the moderator I will not be participating in the conversation. I will work to move the 
conversation forward at natural conclusions to the discussion. With that said, please feel 
free to respond to each other and speak directly to others in the group.  
 
I’m interested to hear all the different viewpoints on what occurred during the course. I 
may ask someone who has not spoken on a topic to offer his or her perspective. 
 
If it is ok with you I will start recording this focus group session. [START 
RECORDING] 
 
This participant focus group is being conducted for doctorial dissertation research in 
School of Education by Joel Rodriguez. The start time is: 2:00pm on July 2nd, 2016.  
 
I. Let’s begin with introductions. 
a. Please tell me your first name and two things about what you do at Drexel. 
II. Now let’s talk specifically about the Creative Leaders Course (autonomy, 
connectedness/interactivity, diversity, and openness). 
 
      Autonomy Questions: 
 
a. Did you feel the Creative Leaders Course enabled you to develop more 
autonomy in improving your knowledge of creativity and innovation? If 
so, how? 
b. Did you feel the Creative Leaders Course allowed you to share creativity 
and innovation related artifacts with other course participants and those 
not enrolled in the course? If so, how? 
c. Did you feel the Creative Leaders Course provided the necessary guidance 
for improving your knowledge and practice in regards to creativity and 
innovation? If so, how? 
d. Did you feel the Creative Leaders Course allowed you to share your 
beliefs among your classmates? If so, how? 
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Diversity Questions: 
e. Did you feel the Creative Leaders Course structure fostered diversity of 
opinion among its members? If so, how? 
f. Did you feel the Creative Leaders Course allowed you to present your 
unique perspective based on personal experience and insight? If so, how? 
g. Did you feel your contributions during discussions, activities, and events 
were valuable to the larger group? If so, how? 
h. Did you feel diverse opinions during the course influenced your thinking? 
If so, how? 
i. Did you feel you gained a “fresh perspective” on the topics of creativity 
and innovation? If so, how? 
Openness Questions: 
j. Did you feel the Creative Leaders Course allowed for a free flow of ideas 
and artifacts? If so, how? 
k. Did you feel the Creative Leaders Course allowed for easy access to 
create, join, or leave groups? If so, how? 
l. Did you feel the technology system that housed the Creative Leaders 
Course provided no, or limited barriers for completing course tasks. If so, 
how? 
Connectedness Questions: 
m. Did you feel the Creative Leaders Course allowed for a deep immersion 
into a community of learners? If so, how? 
n. Did you feel the knowledge of the community is a product of the 
cumulative interactions of the creative leader course participants? If so, 
how? 
o. Did you feel the Creative Leaders Course fostered the ability to maintain 
social connections? If so, how? 
III. Now let’s talk about the course instruction. 
a. Describe the level of instructor presence and accessibility during the 
Creative Leaders Course. 
i. Online 
ii. Face-to-face 
iii. Live online sessions 
b. Describe your experience in how the instructor provided knowledge and 
feedback to the class. 
IV. Now let us talk about how the course structure 
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a. Describe any aspect of course structure you found helpful, or a hindrance 
to your learning experience. For example, you could talk about navigation, 
instructions, how knowledge was shared, innovative approaches, etc.  
V. Lastly, let us talk about the innovation plan 
a. How was your experience with learning about, designing, producing, and 
refining your innovation plan? 
 
Thank you for your participation today, I appreciate you taking the time to participate in 
this focus group.  Please enjoy the pizza and drinks. 
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Appendix B 
Course Syllabus & Course Schedule 
Creative Leaders Course: Course Outline 
		COURSE	DESIGNATION:	
	
This	course	is	a	non-credit,	leadership	development	course.	
COURSE	DESCRIPTION:	
The	Creative	Leaders	Course	is	a	non-credit,	leadership	development	course	that	provides	
participants	the	opportunity	to	learn	key	concepts	of	Creativity,	Innovation,	
Entrepreneurship,	and	Systems	in	a	very	interactive	manner	and	to	apply	them	directly	to	their	
work	areas	for	positive	and	timely	results.	
	
		COURSE	DESIGN:	
	
The	Creative	Leaders	Course	is	an	interactive	course	presented	over	a	six-week	period.		
The	course	involves	a	high	degree	of	interconnectivity	in	a	variety	of	formats	including	video,	audio,	
discussion	boards,	and	email.	
	
The	participants	are	actively	involved	in	an	online	Creativity	and	Innovation	Process	site	that	provides	
access	to	the	other	members	of	the	class	in	the	completion	of	interactive	session	assignments.		The	
Creativity	&	Innovation	(C	&	I)	Process	site	serves	as	the	communications	hub	and	learning	center	for	
the	course.	All	of	the	participants	are	involved	in	team	activities	and	interact	with	their	team	members	
on	a	regular	basis.	
	
The	participants	are	asked	to	complete	online	learning	activities	including	watching	videos,	reading	
articles,	participating	in	online	chat	discussions,	researching	and	posting	articles	and	videos,	and	
employing	creativity	tools	in	scenario	situations.	
	
The	participants	integrate	the	concepts	and	practices	presented	in	the	classes	in	their	work	
Areas	and	report	their	results	into	the	Creativity	and	Innovation	Process	site.	
	
During	the	Creative	Leaders	Course,	participants	may	use	the	Creativity	and	Innovation	Process	site	to	
develop	real	ideas	in	their	work	areas.		 Thoughts	and	ideas	may	be	discussed	or	refined	using	the	tools	
and	techniques	learned	in	the	class.	
	
Each	participant	completes	a	Creative	Leadership	Plan	that	is	directly	related	to	their	workplace.	 The	
questions	in	the	Creative	Leadership	Plan	are	linked	to	learning	occurring	in	the	Sessions	and	the	
participant’s	responses	are	based	on	their	real	workplace	situation.	The	Creative	Leadership	Plan	is	
provided	online	for	the	convenience	of	the	participant	and	to	allow	the	facilitators	to	provide	input	
during	the	discovery	process.	 At	the	beginning	of	each	Session,	the	Creative	Leadership	Plan	questions	
for	that	session	are	posted	as	a	checklist	for	completion	and	participants	are	encouraged	to	interact	
online	with	their	Plans	on	a	real-time	basis	as	the	learning	program	evolves.	
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After	completing	all	of	the	component	areas	of	the	Plan,	the	participant	develops	a	proposal	
of	a	thought,	idea,	potential	change	or	innovation	in	their	work	area.		The	proposal	includes	estimated	
timeline,	steps	for	implementation,	and	measures	of	success	and	is	eventually	shared	with	the	
participant’s	supervisor.	
	
In	the	last	session,	the	participant	presents	the	proposal	to	the	class,	supported	by	his	team	
and	the	remaining	participants	serve	as	a	review	team	providing	suggestions	and	comments.	
PERFORMANCE	OUTCOMES:	
		Upon	completion	of	this	course,	the	participant	will	be	able	to:	
	
1. Understand	the	key	concepts	of	Creativity,	Innovation,	Entrepreneurship	and	Systems	and	
how	they	are	applied	and	integrated	in	a	successful	organization;	
2. Apply	the	learning	in	the	course	to	their	work	areas	to	demonstrate	what	they	can	do	as	
leaders	to	empower	their	associates,	improve	their	services,	or	to	develop	new	opportunities	
for	the	university;	
3. Connect	and	utilize	an	interactive	creativity	and	innovation	process	to	communicate	with	
fellow	participants	to	build	relationships,	to	share	information	with	team	members,	and,	most	
importantly,	to	use	as	the	connectivity	point	for	creativity	and	innovation	during	their	
participation	in	the	course.		First,	the	process	serves	as	their	participant	team	interaction	
space	and	eventually	where	thoughts	and	ideas	from	their	work	units	evolve	as	the	course	
proceeds;	
4. Understand	and	employ	a	variety	of	tools	and	techniques	and	practice	them	in	the	workplace;	
5. Engage	in	critical	thinking	by	being	involved	in	online	scenarios	where	they	are	required	to	
make	leadership	decisions	concerning	ideas	for	potential	innovation;	
6. Understand	how	successful	organizations	build	their	work	environments	around	
creativity,	innovation	and	entrepreneurship	and	what	that	means	to	all	parties	involved;	
7. Discover	how	creativity,	innovation	and	entrepreneurship	relates	to	higher	education	and	
their	work	places	through	interactive	participation	and	research;	
8. Accumulate	a	variety	of	valuable	resources	shared	by	fellow	participants	in	the	course;	
9. Complete	an	online	Creative	Leadership	Plan	with	changes	and	timelines	that	they	will	
be	proposed	for	implementation	in	their	workplace.	
	
		COURSE	EXPECTATIONS:	
	
			Each	participant	is	expected	to:	
	
1. Participate	in	all	course	activities,	including	assignments,	and	individual	and	team	interactions;	
2. Connect	to	the	creativity	and	innovation	process	to	gain	an	understanding	of	the	importance	
of	the	online	connectivity	when	developing	thoughts,	ideas	and	innovations;	
3. Apply	learning	from	the	course	in	their	work	areas	and	demonstrate	their	progress	to	the	
other	participants	through	discussions	and	their	Creative	Leadership	Plan	presentation;	
4. Complete	a	Creative	Leadership	Plan	and	make	a	presentation	to	the	class	in	the	final	week.	
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	 New	York:	Currency	Doubleday.		ASIN:	B00EDG4GOS	
	
Bilton,	C.	(2007).	Management	and	Creativity:	From	Creative	Industries	to	Creative	Management.	Carlton,	
	 Victoria,	Australia:	Blackwell	Publishing.		IBSN:	 978-1405119962	
	
Breen,	B.	(2004).	The	Six	Myths	of	Creativity.	Fast	Company.	Retrieved	from		
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PROFESSIONAL STAFF DEVELOPMENT       
	
3	
	
Drucker,	P.	(August,	2002).		The	Discipline	of	Innovation.	Harvard	Business	Review.	95-102.		
Farson,	R.,	&	Keyes,	R.		(August,	2002).		The	Failure-Tolerant	Leader.	Harvard	Business	Review,	80(8),	
	 64-71.	Retrieved	from	https://hbr.org/2002/08/the-failure-tolerant-leader	
Hillis,	D.	(August,	2002).		Stumbling	into	Brilliance.	Harvard	Business	Review,	August,	152.	
	 Retrieved	from	https://hbr.org/2002/08/stumbling-into-brilliance	
	
Johansson,	F.	(2004).	The	Medici	Effect:	Breakthrough	Insights	at	the	Intersection	of	Ideas,	Concepts,	and		Cultures.	
	 Boston,	MA:	Harvard	Business	School	Press.		ASIN:		B004C75OAS.	
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	 Viking	Press.	ISBN:		978-06780879835	
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	 School	Press.		IBSN:	 978-1578512072.	
	
McGregor,	J.,	Symonds,	W.,	Foust,	D.,	Brady,	D..	&	Herbst,	M.	(July	10,	2006).	How	Failure	Breeds	Success.	
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Pink,	D.	(2005).	A	Whole	New	Mind:	Why	Right-Brainers	Will	Rule	the	Future.		New	York:	Penguin	Group.	
	 ISBN:	978-1101157909	
	
Pink,	D.	(2011).	Drive:	The	Surprising	Truth	About	What	Motivates	Us.	New	York:	Penguin	Group.	ISBN:	978-
	 1101524381.	Retrieved	from	https://www.youtube.com/watch?v=u6XAPnuFjJc.	
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Twain,	M.	(1903).	Letter	to	Helen	Keller	from	Mark	Twain,	March	14,	1903,	AFB,	American	
	 Foundation	for	the	Blind,	2014.		Retrieved	from	
	 http://braillebug.afb.org/hktwain.asp.	
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	 http://wn.com/general_electrics_ideas_are_scary	
	
Jobs,	S.	(1994).	Great	Artists,	Great	Artists	Steal.	Retrieved	from	
	 https://www.youtube.com/watch?v=CW0DUg63lqU&feature=youtu.be	
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PROFESSIONAL STAFF DEVELOPMENT       
	
5	
	
Sokol,	A.	(2012).	Nothing	is	Original,		an	animation	of	a	quote	by	Jim	Jarmusch.	
	 Retrieved	from	https://www.youtube.com/watch?v=lVn5WS4aTQ0.	
	
United	Airlines	Commercial	(2007).		The	Light	Bulb.	Retrieved	from	
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Wallace,	D.	F.	(2005).		What	is	Water?.	 Retrieved	from	
	 https://www.youtube.com/watch?v=LCsvJe3dGVk	
 
Course Schedule 
Session Topics Course Activities 
Week 1  Welcome and Introductions Class Musical Chairs 
 Ice Breaker Creation of teams, names and signs 
 The Importance of Creative Leadership Sample examples provided, participants provide personal 
experiences 
 CRIES – Creativity and Innovation Wheel Teams fill in a few “Spokes” based on their work 
experiences using the C&I Process 
 “Playing the Word Game” Creativity, 
Innovation, Entrepreneurship? 
Divergent/Convergent Thinking? 
Participants suggest definitions to words  
 The Pressure of “Original Thought?”
  
Participants react to “Nothing is Original” Video, Mark 
Twain’s Letter to Helen Keller, and view short video of 
Jack Dorsey, Founder of Twitter 
  “Ideas Are Scary” – GE Commercial 
 “Where Good Ideas Come From?” Steven 
Johnson 
The class views the video and discusses with – a special 
emphasis on discovery and process 
 Blocks, Squelchers, “Squashers” Participants are asked to provide examples of how or 
when or why, thoughts and ideas do not flow.  
 Everyone is Creative! A discussion of “small c” and “large C” creativity 
 “Whole New Mind” Thinking A brief review of Dan Pink’s thoughts on the changing 
workplace and the benefits of inclusion. 
 Brainstorming – Pros and Cons  The participants provide examples of what Brainstorming 
is and where it worked or why it didn’t work.  
 Pixar’s “plussing” method An introduction to “plussing” by watching a video and 
teams participating in a “plussing” exercise using the C&I 
Process Site with university scenarios. 
  1. Join your team in Stage 1. You will see a new scenario 
to practice “plussing” on a real time basis where you can 
interact with your teammates. Each team has a different 
scenario.  
2. Complete the Session 1 questions in the Creative 
Leadership Plan in the C&I Process site.  
3. Watch, “What is Water?” a video adaptation of an 
excerpt of a graduation speech delivered by David Foster 
Wallace at Kenyon College.  
4. Read, “Ten Accidental Discoveries That Created Great 
Wealth”. 
Week 2    
 Welcome!  
 Review of the Creative Leadership Plan 
process and presentation in Session 6. 
 
 Real Time Checklist of Creative 
Leadership Plan questions to be discussed 
in this session  
Participants can use the Creative Leadership Plan 
template as an interactive, online learning guide for each 
session  
 Creativity Myths  
 Creative Flow An intro is provided and examples are provided and 
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participants provide work and personal experiences 
 Intrinsic Motivation and Employee 
Engagement 
A short scenario video is viewed and participants provide 
input from their experiences 
 “Fresh Eye Concept” – Perception and 
Awareness 
Discuss “What is Water?” and “Ten Accidental 
Discoveries That Generated Great Wealth” 
 CRIES Wheel Plus – “Wheel Within the 
Wheel” 
Participants discuss factors that influence creativity within 
their units and how they align or differ from the 
University  
  1. Complete the Session 2 questions in the Creative 
Leadership Plan on the Creativity & Innovation Process 
site.  
2. Find an article or short video about Intrinsic Motivation 
and Employee Engagement and university employees and 
post the link for all to see.  
3. Relating to the “Fresh Eye” Concept, post a creative 
thought or idea for improving your work area. 
Week 3 Welcome!  
 Ice Breaker Exercise – “Paper Airplane 
Contest 
Simple instructions, contest, followed by viewing of “The 
Paper Airplane Challenge.”  
 Real Time Checklist of Creative 
Leadership Plan questions 
 
 Developing a Successful Creativity and 
Innovation Process 
Successful processes presented including Pixar, 3M, 
Google, Mayo Clinic, the Four Stage CRIES Rocket 
Model 
 “Collateral” Benefits of a Creativity and 
Innovation Process 
Participants provide examples from their work areas 
 Roles of Creative Leaders Examples provided from a variety of fields with quotes 
from Torrance, Drucker, Cook of Intuit, and Roberts of 
Saatchi & Saatchi 
 Building Great Creative and Innovative 
Teams –-“Avoiding the P.L.U. Syndrome” 
– the Awesome Strength of Creative 
Diversity 
The participants react to a short video based on Susan 
Cain’s book, Quiet: The Power of Introverts in a World 
That Can’t Stop Talking and to an Apple video narrated 
by Steve Jobs, “Here’s to the Crazy Ones”  
  1. Complete the Session 3 questions in the Creative 
Leadership Plan on the Creativity & Innovation Process 
site.  
2. Refine your Fresh Eye thought or idea and discuss it 
with your supervisor.  
3. Login to your team site and discuss your role as a 
creative leader in establishing a creativity and innovation 
process in your workplace.  
4. Watch the introduction to the video, “How We Got to 
Now - Six Innovations That Made the Modern World – 
Glass” - By Steven Johnson  
5. Watch the video, “Welcome to the World of Dean 
Kamon” 
Week 4  Welcome!  
 Real Time Checklist of Creative 
Leadership Plan Questions  
 
 Discussion of Steven Johnson – “Glass” 
and Dean Kamon videos  
 
 Entrepreneurship in Action Review of the definition of entrepreneurship; the class 
provides examples of external and internal 
entrepreneurship in university settings; the class views the 
United Airlines commercial, “Light Bulb”.  
 Innovation That Ships – “Building a 
Better Mousetrap”  
Participants provide examples of products or services that 
did not find markets and suggest why, including 
mousetraps.  
 Avoiding Blind Spots & Recognizing 
Achievement 
Are there obvious uses for a service or a complementary 
program or source of revenue we are missing? Are we too 
stubborn to change? Examples include Edison, Tesla, 
Bell, Ford, the University of Phoenix and Starbucks vs. 
McDonalds. Are we refusing to accept the achievement of 
someone in our unit or organization to the detriment of 
everyone? The best example is Bell and the Wright 
Brothers.  
 Failing Forward Is our fear of failure limiting our  fluency rate? Examples 
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include Edison, Disney, GE, Microsoft, Napster, and 
YouTube. The participants provide situations from their 
professional experiences. 
  1. Complete the Session 4 questions in the  Creative 
Leadership Plan on the Creativity & Innovation Process 
site 
2. Post your Fresh Eye thought or idea about 
 your work area and share it with your team 
members and assist them in building their presentation. 
3. Find an article or  short video that you find exciting 
about creativity and innovation in universities and post it 
on the site for all of us to see. 
Week 5 Welcome!  
 Real Time Checklist of Creative 
Leadership Plan Questions  
 
 Quick Review of Creative Leadership Plan 
Essentials and Presentation  
 
 Partners in Creative Design/Story Writing Examples are presented, participants provide examples 
from their experiences 
 “Orbiting the Giant Hairball” – Gordon 
Mackenzi 
View a short video with Tom Kelley, founder of Ideo, 
relate to Hairball Orbiting and Reduction Creativity 
 Experience Economy Examples of great experience design presented Inn-and-
Out Burger, Starbucks, Harley Davidson, Disney, Nest  
 Designing the workplace for the greatest 
level of creativity and innovation 
Examples presented include 3M, Pixar, Google, and 
Lucasfilm 
  1. Complete the Session 5 questions in the Creative 
Leadership Plan on the Creativity & Innovation Process 
site.  
2. Prepare your Creative Leadership Plan presentation 
Week 6    
 Welcome!  
  Presentations of Creativity Leadership Plans with 
Questions and Feedback from the Participants 
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Appendix C 
Participant Consent Form 
ADULT INFORMED CONSENT FOR PARTICIPATION IN STUDY 
Whom to Contact about this study: 
Principal Investigator:   Joel Rodriguez 
University & College:  School of Education 
Telephone number:  215-571-3919 
 
STUDY TITLE: 
Faculty and Staff Development: Utilizing Tomorrow’s Technology Skills Today 
INTRODUCTION/PURPOSE:  
 
The above investigator invites you to participate in a research study. The purpose of 
this case study is to investigate a technology-enhanced approach for 21st Century 
human resources staff professional development programming. You are being asked 
to volunteer because you are a member of the target audience for which this training 
has been designed. Your involvement in this study will begin October 4th when you 
agree to participate and will continue until the conclusion of the six week course. 
I. PROCEDURES: 
 
I understand the goal of this research is to identify a human resources staff 
professional development model for 21st Century technology-enhanced teaching and 
learning. I will be asked to participate in one or more of the following research 
activities: 
1. I will be asked to participate in focus groups. The data will only be collected and 
accepted from those who read and sign a consent form. Analysis will be 
performed on the qualitative questions to reveal further information about the 
principles of a connectivist course (autonomy, connectedness, diversity, and 
openness). No personal identifiable information will be requested. 
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2. I will be observed and recorded while performing specific tasks online. The 
observations will provide further information on class participants’ interaction 
with the connectivist course principles, as listed in procedure one. The researcher 
will take detailed notes including the time of day, type of use, and observations. 
No personal identifiable information will be requested for participant.  
 
3. I will be asked to create artifacts as part of my coursework. The researcher will 
investigate those documents, discussion posts, and media, to identify emerging 
themes. No personal identifiable information will be requested for participant. 
 
 
As a participant in this study, I will be asked to come to room 004 in One Drexel 
Plaza. 
By checking the boxes below you are consenting to participate in the activity as 
described above.  
      Focus Group 
      Artifacts 
      Observation 
 
RISKS AND BENEFITS: 
My participation in this study involves minimal risks. The research could provide 
important data about how one or more of the principles of Connectivism can enhance 
human resource training programs. This information is of potential value to human 
resource employees.  
II. CONFIDENTIALITY: 
 
Any information learned and collected from the study in which I might be identified 
will remain confidential and will be disclosed ONLY if I give permission.  All 
information collected in this study will be stored in a locked file cabinet in a locked 
room. Digital assets will remain behind authenticated login online through the 
learning management system (LMS). Only the investigator and the course instructor 
will have access to these records. When results of this research are reported in 
professional journals or at scientific meetings, participants who take part will not be 
named or identified in any way.  By signing this form, however, I allow the research 
study investigator to make my records available to the Drexel University Institutional 
Review Board (IRB) and regulatory agencies as required to do so by law.  
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Check if recording instruments are used during the research study: 
      I understand and give permission to record voice, video, and images of our 
session. 
III. COSTS: 
 
My participation in this study will involve no cost to me. 
 
IV. VOLUNTARY PARTICIPATION  
 
I have been informed that my participation in this research study is voluntary.  If I 
decide to take part, I am free to withdraw at any time.  If I withdraw, no more 
information will be collected from me.  
 
 I will be given a copy of this consent form, if requested to keep it. 
 
V. SIGNATURE FOR CONSENT 
 
I agree to be a research participant in this study.  I have read the explanation about 
this research study and have been given the opportunity to discuss it and to ask 
questions.  I hereby consent to take part in this study.   
 
Participant’s Name: ________________________________   Date: ______________ 
 
Participant’s Signature: _____________________________    Date: ______________ 
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Appendix D 
Direct Observation Form 
Participant: 
Session Topics Course Activities Researcher Notes (Evidence of 
Autonomy, connectedness, 
diversity, and openness) 
Week 1 Welcome and 
Introductions 
Class Musical Chairs  
 Ice Breaker Creation of teams, names and signs  
 The Importance of 
Creative 
Leadership 
Sample examples provided, participants 
provide personal experiences 
 
 CRIES – 
Creativity and 
Innovation Wheel 
Teams fill in a few “Spokes” based on 
their work experiences using the C&I 
Process 
 
 “Playing the Word 
Game” Creativity, 
Innovation, 
Entrepreneurship? 
Divergent/Converg
ent Thinking? 
Participants suggest definitions of words   
 The Pressure of 
“Original 
Thought?”  
Participants react to “Nothing is 
Original” Video, Mark Twain’s Letter to 
Helen Keller, and view short video of 
Jack Dorsey, Founder of Twitter 
 
  “Ideas Are Scary” – GE Commercial  
 “Where Good 
Ideas Come 
From?” Steven 
Johnson 
The class views the video and discusses 
with – a special emphasis on discovery 
and process 
 
 Blocks, 
Squelchers, 
“Squashers” 
Participants are asked to provide 
examples of how or when or why, 
thoughts and ideas do not flow.  
 
 Everyone is 
Creative! 
A discussion of “small c” and “large C” 
creativity 
 
 “Whole New 
Mind” Thinking 
A brief review of Dan Pink’s thoughts on 
the changing workplace and the benefits 
of inclusion. 
 
 Brainstorming – 
Pros and Cons  
The participants provide examples of 
what Brainstorming is and where it 
worked or why it didn’t work.  
 
 Pixar’s “plussing” 
method 
An introduction to “plussing” by 
watching a video and teams participating 
in a “plussing” exercise using the C&I 
Process Site with university scenarios. 
 
  1. Join your team in Stage 1. You will 
see a new scenario to practice “plussing” 
on a real time basis where you can 
interact with your teammates. Each team 
has a different scenario.  
2. Complete the Session 1 questions in 
the Creative Leadership Plan in the C&I 
Process site.  
3. Watch, “What is Water?” a video 
adaptation of an excerpt of a graduation 
speech delivered by David Foster 
Wallace at Kenyon College.  
4. Read, “Ten Accidental Discoveries 
That Created Great Wealth”. 
 
Week 2     
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 Welcome!   
 Review of the 
Creative 
Leadership Plan 
process and 
presentation in 
Session 6. 
  
 Real Time 
Checklist of 
Creative 
Leadership Plan 
questions to be 
discussed in this 
session  
Participants can use the Creative 
Leadership Plan template as an 
interactive, online learning guide for 
each session  
 
 Creativity Myths   
 Creative Flow An intro is provided and examples are 
provided and participants provide work 
and personal experiences 
 
 Intrinsic 
Motivation and 
Employee 
Engagement 
A short scenario video is viewed and 
participants provide input from their 
experiences 
 
 “Fresh Eye 
Concept” – 
Perception and 
Awareness 
Discuss “What is Water?” and “Ten 
Accidental Discoveries That Generated 
Great Wealth” 
 
 CRIES Wheel Plus 
– “Wheel Within 
the Wheel” 
Participants discuss factors that influence 
creativity within their units and how they 
align or differ from the University  
 
  1. Complete the Session 2 questions in 
the Creative Leadership Plan on the 
Creativity & Innovation Process site.  
2. Find an article or short video about 
Intrinsic Motivation and Employee 
Engagement and university employees 
and post the link for all to see.  
3. Relating to the “Fresh Eye” Concept, 
post a creative thought or idea for 
improving your work area. 
 
Week 3 
 
Welcome!   
 Ice Breaker 
Exercise – “Paper 
Airplane Contest 
Simple instructions, contest, followed by 
viewing of “The Paper Airplane 
Challenge.”  
 
 Real Time 
Checklist of 
Creative 
Leadership Plan 
questions 
  
 Developing a 
Successful 
Creativity and 
Innovation Process 
Successful processes presented including 
Pixar, 3M, Google, Mayo Clinic, the 
Four Stage CRIES Rocket Model 
 
 “Collateral” 
Benefits of a 
Creativity and 
Innovation Process 
Participants provide examples from their 
work areas 
 
 Roles of Creative 
Leaders 
Examples provided from a variety of 
fields with quotes from Torrance, 
Drucker, Cook of Intuit, and Roberts of 
Saatchi & Saatchi 
 
 Building Great 
Creative and 
Innovative Teams 
–-“Avoiding the 
P.L.U. Syndrome” 
– the Awesome 
The participants react to a short video 
based on Susan Cain’s book, Quiet: The 
Power of Introverts in a World That 
Can’t Stop Talking and to an Apple 
video narrated by Steve Jobs, “Here’s to 
the Crazy Ones”  
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Strength of 
Creative Diversity 
  1. Complete the Session 3 questions in 
the Creative Leadership Plan on the 
Creativity & Innovation Process site.  
2. Refine your Fresh Eye thought or idea 
and discuss it with your supervisor.  
3. Login to your team site and discuss 
your role as a creative leader in 
establishing a creativity and innovation 
process in your workplace.  
4. Watch the introduction to the video, 
“How We Got to Now - Six Innovations 
That Made the Modern World – Glass” - 
By Steven Johnson  
5. Watch the video, “Welcome to the 
World of Dean Kamon” 
 
Week 4 Welcome!   
 Real Time 
Checklist of 
Creative 
Leadership Plan 
Questions  
  
 Discussion of 
Steven Johnson – 
“Glass” and Dean 
Kamon videos  
  
 Entrepreneurship 
in Action 
Review of the definition of 
entrepreneurship; the class provides 
examples of external and internal 
entrepreneurship in university settings; 
the class views the United Airlines 
commercial, “Light Bulb”.  
 
 Innovation That 
Ships – “Building 
a Better 
Mousetrap”  
Participants provide examples of 
products or services that did not find 
markets and suggest why, including 
mousetraps.  
 
 Avoiding Blind 
Spots & 
Recognizing 
Achievement 
Are there obvious uses for a service or a 
complementary program or source of 
revenue we are missing? Are we too 
stubborn to change? Examples include 
Edison, Tesla, Bell, Ford, the University 
of Phoenix and Starbucks vs. 
McDonalds. Are we refusing to accept 
the achievement of someone in our unit 
or organization to the detriment of 
everyone? The best example is Bell and 
the Wright Brothers.  
 
 Failing Forward Is our fear of failure limiting our fluency 
rate? Examples include Edison, Disney, 
GE, Microsoft, Napster, and YouTube. 
The participants provide situations from 
their professional experiences. 
 
  1. Complete the Session 4 questions in 
the Creative Leadership Plan on the 
Creativity & Innovation Process site 
2. Post your Fresh Eye thought or idea 
about  your work area and share it 
with your team members and assist them 
in building their presentation. 
3. Find an article or  short video that you 
find exciting about creativity and 
innovation in universities and post it on 
the site for all of us to see. 
 
Week 5 Welcome!   
 Real Time 
Checklist of 
Creative 
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Leadership Plan 
Questions  
 Quick Review of 
Creative 
Leadership Plan 
Essentials and 
Presentation  
  
 Partners in 
Creative 
Design/Story 
Writing 
Examples are presented, participants 
provide examples from their experiences 
 
 “Orbiting the 
Giant Hairball” – 
Gordon Mackenzi 
View a short video with Tom Kelley, 
founder of Ideo, relate to Hairball 
Orbiting and Reduction Creativity 
 
 Experience 
Economy 
Examples of great experience design 
presented Inn-and-Out Burger, 
Starbucks, Harley Davidson, Disney, 
Nest  
 
 Designing the 
workplace for the 
greatest level of 
creativity and 
innovation 
Examples presented include 3M, Pixar, 
Google, and Lucasfilm 
 
  1. Complete the Session 5 questions in 
the Creative Leadership Plan on the 
Creativity & Innovation Process site.  
2. Prepare your Creative Leadership Plan 
presentation 
 
Week 6    
 Welcome!   
  Presentations of Creativity Leadership 
Plans with Questions and Feedback from 
the Participants 
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Appendix E 
Artifact Instrument for Identifying Specific Research Themes 
Participant: 
Artifacts Type Location Data Analysis Evaluation Significant 
Themes 
Teams fill in a few “Spokes” 
based on their work experiences 
using the C&I Process 
Word 
Document 
Learning 
Management 
System 
(LMS) 
Constant Comparative 
Method (Strauss & Corbin, 
1990) 
Autonomy, 
connectedness, 
diversity, and 
openness 
 
Complete the Session 1 questions 
in the Creative Leadership Plan in 
the C&I Process site. 
Discussion 
Board 
LMS Constant Comparative 
Method 
Autonomy, 
connectedness, 
diversity, and 
openness 
 
Discuss “What is Water?” and 
“Ten Accidental Discoveries That 
Generated Great Wealth” 
Discussion 
Board 
LMS Constant Comparative 
Method 
Autonomy, 
connectedness, 
diversity, and 
openness 
 
Complete the Session 2 questions 
in the Creative Leadership Plan on 
the Creativity & Innovation 
Process site 
Discussion 
Board 
LMS Constant Comparative 
Method 
Autonomy, 
connectedness, 
diversity, and 
openness 
 
Find an article or short video 
about Intrinsic Motivation and 
Employee Engagement and 
university employees and post the 
link for all to see 
Word 
Document, 
PDF, URL 
LMS Constant Comparative 
Method 
Autonomy, 
connectedness, 
diversity, and 
openness 
 
Relating to the “Fresh Eye” 
Concept, post a creative thought 
or idea for improving your work 
area 
Discussion 
Board 
LMS Constant Comparative 
Method 
Autonomy, 
connectedness, 
diversity, and 
openness 
 
Complete the Session 3 questions 
in the Creative Leadership Plan on 
the Creativity & Innovation 
Process site. 
Discussion 
Board 
LMS Constant Comparative 
Method 
Autonomy, 
connectedness, 
diversity, and 
openness 
 
Refine your Fresh Eye thought or 
idea and discuss it with your 
supervisor. 
Notes LMS Constant Comparative 
Method 
Autonomy, 
connectedness, 
diversity, and 
openness 
 
Login to your team site and 
discuss your role as a creative 
leader in establishing a creativity 
and innovation process in your 
workplace. 
Discussion 
Board 
LMS Constant Comparative 
Method 
Autonomy, 
connectedness, 
diversity, and 
openness 
 
Complete the Session 4 questions 
in the Creative Leadership Plan on 
the Creativity & Innovation 
Process site 
Discussion 
Board 
LMS Constant Comparative 
Method 
Autonomy, 
connectedness, 
diversity, and 
openness 
 
Post your Fresh Eye thought or 
idea about your work area and 
share it with your team members 
and assist them in building their 
presentation. 
Discussion 
Board 
LMS Constant Comparative 
Method 
Autonomy, 
connectedness, 
diversity, and 
openness 
 
Find an article or short video that 
you find exciting about creativity 
and innovation in universities and 
post it on the site for all of us to 
see. 
Word 
Document, 
PDF, URL 
LMS Constant Comparative 
Method 
Autonomy, 
connectedness, 
diversity, and 
openness 
 
Complete the Session 5 questions Discussion LMS Constant Comparative Autonomy,  
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in the Creative Leadership Plan on 
the Creativity & Innovation 
Process site. 
Board Method connectedness, 
diversity, and 
openness 
Presentations of Creativity 
Leadership Plans with Questions 
and Feedback from the 
Participants 
Discussion 
Board 
LMS Constant Comparative 
Method 
Autonomy, 
connectedness, 
diversity, and 
openness 
 
 
 
	
	
 
 
